A Study of Sixteen Training Programs for Volunteer Group Leaders in Settlements and Youth-Serving Agencies of Greater Boston 1948~1949 by Glickman, Sylvia
Boston University
OpenBU http://open.bu.edu
Theses & Dissertations Dissertations and Theses (pre-1964)
1950
A Study of Sixteen Training
Programs for Volunteer Group
Leaders in Settlements and
Youth-Serving Agencies of Greater
Boston 1948~1949
Glickman, Sylvia
Boston University
https://hdl.handle.net/2144/9063
Boston University
\ ~s\s. 
r. ,,.<:,_\<.-· ~ J'S . 
\ ~s-o 
BOSTON UNIVERSITY 
SCHOOL OF SOCIAL WORK 
A STUDY OF SIXTEEN TRAINING PROGRAMS FOR 
VOLUNTEER GROUP LEADERS IN SETTLEMENTS AND 
YOUTH-SERVING AGENCIES OF GREATER BOSTON 
1948-1949 
. ' 
A Thesis 
Submitted by 
Sylvia Glickman 
(A.B., University of Michigan, 1943) 
In Partial Fulfillment of Requirements for 
the Degree of Master of Science in Social Service 
1950 
BOSTON UNIVERSITY 
SCHOO L OF SOCIAL WORK 
LIB RARY 
TABLE OF CON TENTS 
CHAPTER PAGE 
Preface • • • • • • • • • • • • • • • • • • ii 
I INTRODUCTION. • • • • • • • • • • • • • • • 1 
II COMMUNITY-WIDE, NON-SECTARIAN TRAINING PRO-
GRAMS • • • • • • • • • • • • • • • • • • • 7 
III TRAINING PROGRAMS OF AGElTCIES THAT UTILIZE 
COMMUNITY RESOURCES IN DIFFERENT SECTIONS OF 
THE CITY FOR GROUP MEETINGS •• • •••• • 12 
IV TRAINING PROGRAMS OF SETTLE ME NT HOUSES. • • 30 
v 
VI 
VII 
TRAINING PROGRAMS OF JEWISH CENTERS • • 
• • 
TRAINING PROGRAMS OF CHURCHES AND RELIGIOUS 
SPONSORED AGENCIES ••••••••••••• 
CONCLUSIONS AND RECOMMENDATIONS • 
• • • • • 
BIBLIOGRAPHY. 
• • • • • • • • • • • . . • • 
APPENDIX •••• • • • • • • • • • • • • • • 
39 
45 
63 
70 
72 
i 
PREFACE 
The writer ~-ishes to acknowledge her deep appreciation 
to the many professional persons who gave generously of their 
limited time to help make thie study possible. In every in-
stance the writer experienced a warm reception and was made 
to feel that the subject matter was of general importance. 
The professional workers were enthusiastic in relating their 
own programs; but at the same time. they were aware of weak-
nesses and were interested in knowing how others solved simi-
lar problems. To the writer. it was most stimulating to 
realize that these persons who were responsible for training 
programs of superior calibre could see flaws in their own 
programs and were aiming to make them better. 
In particular the writer wishes to thanks Mr. Robert 
Rutherford of United Community Services; Miss Claire Fisk 
of United Settlements; Miss Harriet Parker and Mrs. Irving R. 
Merriam of Volunteer Service Bureau; Mr. George Samansky and 
Mr. David Kleinstein of Jewish Welfare Board; Mr. Arthur 
Jenner of Boy Scouts; Miss Sylvia Koose of Camp Fire Girls; 
Mrs. Martha Blume of North End Union; Miss Williams of the 
Y. M. c. A.; Mr. Joseph Bowers of the Y. M. H. A.; Miss Doro-
thea Barwick and Miss Blanche McGowan of Community Recreation 
Service; Major Talmadge of the Salvation Army; Reverend John 
ii 
Thomas of the Massachusetts Council of Churches; Miss Mar-
garet Stoddard of City Missionary Society; Miss Maxin of 
the Boston Y. W. c. A.; Mr. Lawrence Woodbury of the Central 
Square Settlement House; Mr. George h antgan of Hecht Neigh-
borhood House; Miss Conklin of Girl Scouts; Miss Warren of 
Children's Aid; Mr. Magee of Audubon Society; and Mr. Stanley 
Swig of the Metropolitan Leaders' Council. 
In addition, the writer wishes to acknowledge 'With 
equally deep appreciation the assistance and guidance of 
members of the faculty of the Boston University School of 
Social Work. 
Sylvia Glickman 
Boston University School of Social Work 
1949 
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Chapter 1 
INTRODUCTION 
The training of volunteers in group work is a matter of 
concern to all professional group workers. Group work aims 
at helping individuals and groups to develop to capacity and 
to becomehappy 1 healthy 1 productive members of a democratic 
society. Yet the group leader~ so often a volunteer without 
group work training~ is in the key position to effect changes 
in individuals and groups. If the group leader is not aware 
of the aims and tools of professional group work 1 then pro-
fessional group work may fail of achievement. 
It is generally accepted that group leadership is the 
heart of group work. Some professional workers have seriously 
questioned the use of volunteers in such a vital capacity. 
Yet even those who believe firmly that only the professional 
should practice group leadership acknowledge the fact that 
untrained volunteer leaders will continue to be used by our 
agencies for some time. 
It is important that direction and guidance be given to 
the volunteer from the point of view of agencies that are 
anxious to see the goals of group work achieved and also from 
the point of view of the volunteer who has the right to ex-
pect~ in lieu of wages, a maximum amount of satisfaction for 
his services. 
Needless to say, the best kind of recognition that a 
volunteer can receive comes from a job that is well done; 
and the job is most likely to be well done if the agency 
helps a volunteer through a training program to give of his 
best to the group. Since volunteers will be leading groups 
for many years to come, training for the best use and satis-
faction of the volunteer seems indicated. 
With the problem of ~adership training in mind, the 
writer made a study of sixteen training programs that are 
offered to volunteer group leaders in Greater Boston. This 
study included information about training programs offered 
on local, regional, and national levels by various agencies. 
The writer hoped that the compilation of information about 
how these agencies have coped with problems involved in train-
ing volunteers might be used constructively by other agencies 
with similar problems who wish to initiate training programs. 
The writer further hoped that some of the ideas that are being 
used successfully by individual agencies might find more uni-
versal application in an effort to improve upon already exist-
ing programs. This study made no attempt to evaluate the 
training programs nor to rate them. 
There are certain obstacles common to many agencies when 
there is an attempt to organize a training program for volun-
teer leaders. In this study the writer attempted to discover 
how some of the obstacles have been surmounted. The writer 
-
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hoped to find some answers to the following problems: 
(1) What can an agency do if it does not have 
adequate financial means of adequate pro-
fessional resources? 
(2) How can a program be planned so that volun-
teers, who, after all~ have only a limited 
amount of time to give to agencies, can come? 
{3) Should the program be required or voluntary? 
If required, will the volunteer supply be 
drastically reduced for the agency? If vol-
untary, how can the agency make the program so 
enticing to the volunteer that he will want to 
c orne? 
(4) What content should be included and what methods 
employed in order to make the training program 
most valuable? 
Methodology. A written questionnairel formulated on the basis 
of consultations with agency people was used. In all but 
one instance, the questionnaire was supplemented by personal 
interviews. The questionnaire provided certain uniform in-
formation from all agencies. Through interviews, the writer 
was able to obtain significant additional information about 
training programs of agencies. A decision was made early 
to concentrate on youth-serving agencies other than settle-
menta because a study of settlement training programs was 
done rece n tly by Sherman Hicks, a Boston University graduate} 
1 See Appendix A 
2 Sherman Hicks, "An Analysis of Methods Used in the 
Training of Volunteer Leaders in Settlement Houses to Deter-
mine Criteria for Leadership Training Courses," Unpublished 
Master's Thesis, School of Social Work, Boston University, 
194 9. 
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Three settlement training programs were included in this 
study. however~ to illustrate some methods of volunteer train-
ing utilized by settlements in Boston. 
In addition to information about the settlement train-
ing programs and the training programs of those youth-serving 
agencies listed under the Community Fund. the writer included 
some information about training programs for volunteer leaders 
of church groups. A separate thesis would be required to 
cover all of the kinds of leadership training for church groups 
in Greater Boston. The writer decided. however. that the in-
elusion in this study of information about training of leaders 
in several church groups would be worth-while. especially in 
view of the fact that two recent studies indica ted a lack of 
training for volunteer leaders in church groups. 3 
In every instance. the agency person contacted was 
either directly responsible for the training program or in a 
position to have reliable information about the training pro-
gram. In many instances. agencies supplemented information 
about training with illustrative materials such as minutes 
3 James H. Woods. "A Survey of Recreational Activities 
in Twenty-Five Protestant Churches in Neighborhoods of Dor-
chester. Massachusetts." Unpublished Master's Thesis. School 
of Social Work. Boston University~ 1947-48. 
James Doherty. "A Study of the Catholic Youth Organi-
zation in the twelve Catholic Parishes of Dorchester." Un-
published Master's Thesis. School of Social Work. Boston 
University~ 1948. 
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from meetings, printed course programs, evaluation forms, 
pamphlets explaining the program, etc. Much of this illus-
trative material is included in the Appendix to clarify 
methods and content. 
In one instance (North End Union Training Course), the 
writer actually attended the course sessions. 
The exception to the personal interview is the training 
program sponsored by the City Missionary Society for volun-
teer workers in Congregational Church groups. The persons in 
charge of training were in the midst of conducting e. program 
and had too many responsibilities to be able to arrange time 
for an interview. In this case, the questionnaire was merely 
left at the home of one of the persons in charge of training 
after the writer explained vie. telephone what was wanted. 
The following is the plan of presentation of the train-
ing programs: 
A. Community-Wide, Non-Sectarian Training Programs 
1. Community Recreation Association. 
2. Audubon Society. 
B. Training Programs of Agencies that Utilize Com-
munity Resources in Different ~ions ~the City 
for Group Meetings 
1. Girl Scouts. 
2. Boy Scouts. 
3. Campfire Girls. 
4. Children's Aid. 
C. Training Programs 2£ Settlement Houses 
1. Hecht Neighborhood House 
2. East Boston Centers 
3. North End Union 
5 
D. Training Programs ~ Jewish Centers 
1. Metropolitan Leaders' Council. 
2 • B o s t on Y • 11. H • A • 
E. Training Programs~ Churches and Religious-
Sponsored Agencies. 
1. Boston Y. M. c. A. 
2. Boston Y. W. c. A. 
3. Council of Churches. 
4. City Missionary Society. 
5. The Salvation Army. 
Keeping in mind the kinds or questions which the writer 
hopes wi 11 be answered by this thesis, the writer proposes 
to present the training programs as they exist in the various 
agencies together with illustrative materials which will 
appear in the Appendix. The writer wi 11 relate the programs 
to the questions or i gine.lly raised and wi 11 make relevant 
comments at the end of each presentation. 
Again it must be stressed that no attempt wi 11 be made 
to rate the programs. The quality of a program depends al-
ways upon the quality of the staff workers who are responsible 
for the program. Methodology and content are stressed in this 
thesis for the purpose of showing how different kinds of 
agencies have coped with the · problems involved in training 
volunteers and to what extent the training programs have been 
successful from the point of view of attendance and producing 
better leaders in the eyes of the agency. 
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Chapter II 
COMMUNITY-WIDE, NON-SECTARIAN TRAINING PROGRAMS 
The training programs to be presented in this chapter 
are not group work programs, but rather programs through 
which group leaders can acquire important program skills. 
Community Recreation Service of Boston, Inc. 
Community Recreation Service of Boston, Inc., is an 
organization which receives support from the Community Fund. 
An important function of this agency is to provide resource 
persons who can teach recreational skins to group leaders and 
who are familiar with recreational resources of Boston. Ser-
vices are available to all organizations in Greater Boston 
interested in setting up recreational programs for groups. 
The training program of this organization includes: 
1. Leadership training courses sponsored and publicized 
by Community Recreation Service. These courses are usually 
given several times during the year with different program 
materials included in the courses so that the same leaders 
may enroll in each course without experiencing repetitious 
materials. The season of the year to some extent determines 
the kind of material included. The courses are aimed at 
meeting the general skill needs of experienced and inexperi-
enced leaders at the same time. 
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All leaders, volunteer and professional, in the com-
munity are eligible to participate in the courses. There is 
a nominal fee ($1 last year) to cover cost of materials. 
The courses emphasize teaching program skills, resources 
within the agency which might be utilized in developing pro-
grams for groups, and special programs of the agency which 
are open to individuals and groups. 
Courses usually range in membership from thirty to 
eighty, and the age range of individuals in the groups is 
from fifteen to seventy-five. Certificates are given to 
all who complete each course. Workshops and visual aids are 
the methods emphasized in the courses. The length of the 
courses varies from four to eight meetings, with one and one-
half hours to three hours in each session. A typical course 
would include the following: 
Informal dramatics 
One-act plays 
Puppets 
Games of every description for all kinds of groups 
Social recreation 
Girls' and women's activities and sports 
Boys' and men's programs 
Tournament administration 
Sailing 
Leadership hints 
Leading community singing 
Organizing singing teams 
Planning "song-fests" 
2. An agency or organization may request the assistance 
of Community Recreation Service in setting up and providing 
specialists for a course that wi 11 meet the program skill 
8 
9 
needs of the group leaders in the agency or organization. An 
agency or organization utilizing specialists from Community 
Recreation Service should provide adequate physical facili-
ties. These include: 
1. Adequate space for the number of people 
involved. 
2. Heat in winter, coolness in summer. 
3. Good ventilation. 
4. Movable chairs, preferably unattached. 
Also, it is usually the responsibility of the agency or 
organization to publicize the course so that there will be 
a maximum attendance which makes for the best use of the 
specialist's time. The time of the specialists is at a 
premium, and it is the responsibility of the agency to see 
to it that the specialist starts teaching at the specified 
time. 
3. An agency or organization may request the services of 
one or more specialists in a course which the agency or 
organization has set up itself. Again, adequate facilities 
plus respect for the value of the special~t's time are im-
portant. 
4. An agency or organization may request the services of 
a specialist to demonstrate how a special skill can be taught 
to a group. 
5. An individual leader may get help in a skill by infor-
mal sessions with a specialist at Community Recreation Service 
6. Reading materials and pamphlets on all kinds of re-
sources and program skills, in addition to consultation ser-
vice, are available at the Community Recreation Service. 
Audubon Sooiety. 1 
Massachusetts Audubon Society is an organization to work 
for the preservation and restoration of our native birds and 
animals of all species and their environment, particularly 
within the Commonwealth of Massachusetts. It is supported 
by membership and contributions of individuals and groups. 
Naturally, a better understanding of nature by the public 
aids the work of the organization. Training programs are 
offered to stimulate interest in nature. Through these pro-
grams, group leaders may learn nature skills. The following 
is available: 
1. Training programs sponsored especially for leaders. 
These provide essential basic information and also include 
special methods for making nature interesting and fun. Al-
ways the course content depends upon the needs and interests 
of the group involved. 
There are two kinds of courses offered especially for 
leaders by Audubon Society. There are special courses at the 
Boston office during the Spring and Winter seasons. These 
1 For additional information see Mildred Donnely, "The 
Massachusetts Audubon Society Unique Program for Conservation 
Education," Unpublished Master's Thesis, School of Education, 
Boston University, 1949. 
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include six class sessions, plus one field trip, and the 
charge is nominal. Two separate courses including the same 
kinds of material are given each session. One course is 
given in the mornings at a time convenient for housewives. 
The other is given in the evenings. LecturesJ round-table 
discussions; visual aidSJ recordings of bird songs; field 
trips; and working on nature projects are the chief methods 
used. The courses are limited to a small number of leaders 
so that each leader gets much individual attention. Nature 
games for children can be included. 
A second kind of training course is a two-week camp 
period at an Audubon Sanctuary where camp counselors, leaders, 
and teachers get intensive training in nature under guidance 
of many specialists. This is more expensive; however, schol-
arships are sometimes available. 
2. A specialist from Audubon Society can be engaged at a 
nominal fee to teach the nature portion of an agency course. 
3. A specialist from Audubon Society can be engaged to 
demonstrate how to make nature interesting to groups. 
4. There are many pamphlets, magazines, and books at 
Audubon Society which group leaders may utilize. 
Comments 
Thus, the programs of Community Recreation Service and 
Audubon Society illustrate resources which agencies can util-
ize to teach program skills to their volunteer leaders. 
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Chapter III 
TRAINING PROGRAMS OF AGENCIES 1HAT UTILIZE COMMUNITY RESOURCES 
IN DIFFERENT SECTIONS OF THE CITY FOR GROUP MEETINGS 
Some agencies do not have facilities for groups, but 
rather utilize existing community facilities such as churches, 
homes, settlements, centers, and schools. Leaders of these 
groups come from many parts of the city and thus training 
programs must be sponsored either in those localities where 
there is the largest conoentrati on of leaders, or in Boston 
which is centrally located. These agencies may or may not 
have national affiliation. 
The Girl Scouts, Boy Scouts, and Campfire Girls are 
national organization. National organizations set the stan-
dard for training, and the assistance of national organiza-
tions can be obtained in a number of ways. In addition, 
national organizations sometimes set up their own programs to 
demonstrate training or · to supplement what can be done by the 
local or regional organizations. 
The Children's Aid Department of Neighborhood Clubs of-
fers an illustration of a training program sponsored by a 
local agency with no national affiliation. 
Girl Scouts. 
The national organization feels that every volunteer 
needs a sufficient amount of training to acquaint her 
with the agency program end skills needed to carry on 
her job. A total of thirty hours is recommended for 
the orientation of a new leader with eight to sixteen 
hours of this formal training in groups. All the 
training material of the national organization stresses 
the fact that training is a continuous process and 
that orientation merely opens the door to further 
training. In line with this 1 the national organiza-
tion believes that ever) adult should take some kind 
of training every year. 
It is required by the Boston region that each leader 
of a Girl Scout troop pass a sixteen-hour basic training 
course before her troop can be registered. The training 
course is a formal one which orients prospective leaders 
to aims and methode of Girl Scout leadership. The pur pose 
of the course is to help new and prospective leaders to 
gain knowledge 1 skills 1 and confidence to carry out the 
Girl Scout programs with girls in their own troops. 
The first part of each session is usually lecture or 
demonstration by staff members or specialists followed by 
or interspersed with discussion. 
The second part of each session deals with program 
activities which are prepared by leaders and in which the 
entire group participate. 
Early in the course the group go on a cookout. This 
usually follows a session on outdoor activities and things 
which were learned are practices in this cookout . Perhaps 
1 Doris J. Richardson 1 ..£.~!• cit. 1 p. 46 
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even more important. however, is the fact that this cookout 
tends to create a good group feeling. 
The Girl Scout program has many standard procedures. 
Much of the course. therefore, is devoted to demonstration 
of the various ceremonies and other aspects of the Girl 
Scout program. The needs of the individual girls, however, 
are not overlooked. At least one session is devo~ed to the 
psychology of girl behavior, and at this session an outside 
speaker is often invi~ed to attend. Also, the fact tha~ 
each leader is expected to keep a record of each girl in 
her troop is discussed in the course along with the kind 
of information that is to be included. A home assignmen~ 
often made is for leaders to observe other troops. 
Supervision. although discussed, is no~ given any 
prominence. Actua!!y very little supervision is experienced 
by Girl Scout leaders. The Girl Scout starr recognizes this 
as a weakness and are trying to remedy this. 
The fact that programs are used as tools for individual 
and group development rather than ends per se is stressed 
along with the role of the ~ader, group processes, aims in 
working with groups, resources in the community, and ways in 
which Scout Troops can be of service to the community. 
There is very little, if any, orientation to the geo-
graphic area since leaders often represent many different 
areas. 
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Scout leaders receive mimeographed materials regularly 
from the regional and national offices to help with their 
work. They also receive information about more advanced 
courses for which they are eligible, which are given by the 
regional or national office. There will be thirty-one such 
c our s e s go in g on th i s f al 1 at B os to n T e ache r s 1 C o 11 e g e • 
Further courses 6 however, are not required. The Boston or-
ganization recognizes this, also, as a weakness. Opportunity 
is given to waders to evaluate courses, and courses are 
modified and improved on the basis of evaluations. 
Scholarships for further professional training have been 
given to leaders whose performance has been outstanding. 
Supplementing to some extent the formal training course 
is the Leaders Association formed in various communities. 
Training, sociability, and inspiration constitute the chief 
values of these clubs. 
One other important job the Girl Scout organization is 
doing is training volunteers to train group leaders. If 
volunteers can be used in this capacity, it might be possible 
to provide better supervision. 
A typical Girl Scout Training Course and Evaluation Form 
are illustrated in Appendix B. 
Comments 
The Gir 1 Scout training program is one r£ the few pro-
grams that makes a minimum amount of training a r e quirement 
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for all leaders. The prestige of the Girl Scouts is such 
that it can require such standards of volunteer leaders and 
secure leaders who will meet the standards and also funds 
and assistance are available through national and regional 
offices for such e. program. The fact that the Girl Scout 
organization is tending toward making more requirements of 
their leaders suggests an awareness of the gaps in good 
leadership that are created when an organization makes attend-
ance at a training program voluntary. 
~Scouts. 
The successful leadership of boys in the Boy Scout 
movement requires skill and knowledge. It requires 
an understanding of the objectives of Scouting, the 
method by 'Which this is obtained, a knowledge of 
program ideas and where to find them; and it requires 
an understanding of how to work with others related 
to the movement.2 
To encourage Boy Scout leaders to obtain the kind of 
training which the Boy Scout movement feels is essential, 
the National Organization set up a standard three-year 
training program. A Scouter's Key or a Scouter' s Award is 
offered to leaders who complete this program. Local Training 
Committees make the awards, but high standards are expected. 
"Awards made to a leader because, 'he has done all the require-
rnents and is a good fellow,' but Who has failed to make Scout-
ing vital in the lives of the boys, will debase the awards."3 
2 Boy Scouts of America, Three Year Training Program, p. 3. 
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The Boy Scout training program utilizes the following 
methods: 
1. Formal Training Courses sponsored on local, regional 
and national levels. 
2. Leaders' conferences. 
3. Round Table ~aders' groups. These rna y include a lunch 
or supper meeting. Meals are paid for by the leaders. The 
function of the Round Table is similar to the function of 
the Leaders' Clubs in the Girl Scout movement. 
4. Volunteer leaders' staff meetings. 
5. Overnight training camps and training cruises. 
6. Personal coaching. This is for leaders who cannot 
attend group training sessions but who can arrange regular 
meetings with an experienced Scouter or a qualified instruct-
or. The same material is covered as is covered in a course. 
7. Home study. The training progre.m is done via corre-
spondence. This is considered by the Scout movement as a 
method to be used only as a last resort. 
There are 1550 volunteers in the Boston area. Fifty-
three per cent of these volunteer Scout leaders will be 
enrolled in training programs during this year. Forty-six 
per cent have completed the Boy Scout Training Program. 
There are refresher courses given for those who completed the 
program some time ago. 
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To stimulate participation. the training program is dis-
cussed at Round Table leaders' meetings. Also. social activi-
ties are combined with training; there are special parties 
for volunteers; certificates are sent to volunteers who com-
plete the course; letters of appreciation are sent to volun-
teers; and much publicity is given to the course. In addition, 
of course, these courses help volunteers to fulfill the re-
quirements for the Scouter's Key or Award. 
The various kinds of training are given throughout the 
year. The size of the average group participating in train-
is thirty to fifty members, with an age span of about twenty-
one to seventy years old. 
There are usually seven sessions and approximately three 
hours per session at formal training courses. The profess-
ional staff, together with the Council Training Committee, 
are in charge of the program. The Council Training Committee 
is elected by volunteer leaders. Each district elects its 
own representative. The representative is usually a former 
Scoutmaster. 
Content stressed in Boy Scout training iss role of 
leader, teaching program skills, resources in the community, 
policies of agency, and planning programs. Over 75 per cent 
of time spent in courses is learning how to do what needs to 
be done. Also included, although sometimes only superficiall~ 
are orientation to agency, orientation to geographical area 
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and constituency concerned, general aims in working with 
groups, individual in the group, function of group programs, 
special programs within the agency, role of supervision, and 
the role of social action. 
Methods stressed in volunteer training programs are 
discussions led by volunteer leaders, visual aids, and over-
night camping. Other methods used include lectures and dis-
cussions by staff members, lectures and discussions by 
specialists (very rarely is a specialist from outside the 
Boy Scout movement called in), panel presentation, reading 
material, and observation of groups in session. 
In connection with the last-mentioned method, one of the 
requirements for completion of the three-year training course 
is a visit to another troop with suggestions for improving 
one's own troop evolving from the observations. 
Two other interesting phases of the Boy Scout Training 
Program are: 
1. A minimum participation in fifteen Leaders' Round Tables 
or similar District or Council events wh~ch provide training 
and guidance. 
2. To serve as instructor or equivalent is also required 
before the Scouter merits his award. This means that leader-
ship must be developed to a point where a leader can teach 
others. 
Training programs are planned by professional staff, 
volunteer leaders, and training committees with the aid of 
19 
the national staff literature. The national literature is 
suggestive rather than restrictive. 
At the end of each course there is formal evaluation by 
staff and by course members. Course members are asked 
specifically at the close of the course how the material can 
be improved and better presented. 
Scout leaders, of course, are eligible to attend pro-
grams on a national level, as well as those on local and 
regional levels. Sometimes fees are paid for leaders. 
A registered Scouter over twenty-one years of age is 
eligible for the Boy Scout Leadership Training Program. The 
Scouter's Key is for the Scout leaders who complete this 
training. The Scouter's Award is for assistants and all 
others who complete the program. 
More service and better service are given by Boy Scout 
leaders who participate in the training program. 
An outline of the Boy Scout Training Program for Scout-
masters appears in Appendix C. 
Comments 
Awards for good performance are stressed in the leader-
ship program just as they are also stressed within troops. 
Although the course is voluntary, the Boy Scout organization 
is able to get a high per cent attending. Ninety-nine per 
cent are enrolled in or have had training. 
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Camp Fire Girls. 
This is a national organization that works with girls 
between the ages of seven to eighteen. The girls e.re divi-
ded according to e.ge into three groups. 
Bluebirds - Ages 7-9 
Camp Fire - Ages 10-15 
Horizon - Ages 15-18 
The groups range in size from six members to twenty mem-
bers. The usual size of e. group is twelve members. Ordin-
e.rily. there is e. leader. assistant leader. e.nd three sponsors 
for each group. The sponsors help with details such as trans-
portation. money-raising. and refreshments. Leaders e.nd 
sponsors are usually mothers, teachers. or interested people. 
A three-hour orientation period is required of all 
leaders before they start with e. group. This orientation 
might be given in a group or individually. Sponsors are also 
urged to take the orientation course although it is not re-
quired of them. 
The first group meeting is planned by the trainer with 
the new leader. At the second meeting. the new leader takes 
more initiative in planning. The trainer ls also present at 
the second meeting. At the end of the two meetings. there is 
a two-hour conference during which time the meetings are 
evaluated and the next four meetings are planned in detail. 
By this time. they have ideas about what the children would 
like and need. The new leader carries on with her group 
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alone after these two meetings. The trainer usually visits 
the group once in two months, although there are other con-
tacts with the new leader of a casual nature. 
The trainer also discusses with the leader ways other 
than individual conferences through which she can increase 
her skill as a leader. These include: 
1. Formal training courses. 
2. Leaders' Association. 
3. Leaders' institutes. 
4. Magazines and other printed materials from 
the national organization. 
New leaders are urged to attend the training programs 
and about 80 per cent do attend. 
The formal training programs sponsored by the regional 
office are of two types - theoretical courses which stress 
psychology and group work, and skill courses which include 
handicrafts, outdoor cooking, games, etc. There are ele-
mentary and advanced courses in theory plus many skill 
courses. Very often leaders who start out by taking courses 
for the sake of the group turn the skills acquired into per-
sonal hobbies. 
The national organization also recommends that leaders 
form child study groups and attend open courses in the com-
munity, which will give them better insight into their work. 
The Leaders' Association meets monthly. All leaders are 
eligible. After the business portion of the meeting, it is 
used for training. The Leaders' Association may use a meeting 
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for a lecture on a subject important to the group, to learn 
some new craft, to plan city-wide activities, or to set up 
special training that is needed. 
The Leaders' Institutes may be local or national. 
Methods used to increase the morale of volunteers and to 
stimulate participation in the training programs include let-
ters of appreciation to volunteers; combining social activi-
ties with training; special parties for volunteers; in additio~ 
to training, publicity for courses; and scholarships to out-
standing volunteers. Also, the fact that adult hobbies and 
skills are developed in these courses is an incentive for 
attendance. In addition, something unique is done in some 
districts to get volunteers to attend - baby sitters are pro-
vided for mothers! 
Camp Fire Girls utilize 230 volunteer leaders and assist-
ants, plus 250 sponsors. Ten to fifty members attend the 
various training courses and fifty to three hundred attend 
the Institute, depending upon the locale. The age of leaders 
is eighteen and over. There are six to eight sessions in each 
training course and two hours to a session. 
The professional staff and training committee jointly 
plan the course. 
Evaluation is by staff, and consideration is given to 
commen t s overheard or discussed infor mally with staff members. 
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In addition to the local training program~ 2 to 60 per 
cent of volunteers attend National Institutes, depending upon 
the locale. Fees are paid for volunteers on a. scholarship 
bas is. 
All those affiliated with the organization are eligible 
for the various training programs. The or ga.niza.tion finds 
that leaders who attend training programs give more and better 
service. 
In addition to training for leaders~ training for Board 
Members and Council Members is conducted throughout the year 
by: 
1. F ormal courses to includes 
a.. Responsibility of Board Members 
b. Orientation to Agency 
c. Committee Functioning 
2. Individual Staff Conferences 
3. National Conferences and Institutes for 
Council Members 
Also~ a. new training program has started to train 
"Trainers." 
An illustration of a. special training program for Blue-
bird leaders and an illustration of e. National Training Insti-
tute appear in Appendix D. 
Comments 
This is an illustration of a. training program that 
includes intensive individual work with the volunteer leaders 
as well as courses and leaders' groups which help with general 
problems. A National Organization~ of course, usually has 
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funds to spend on such training. It should be especially 
noted that the organization is doing a good job in getting 
leaders to want to attend the training programs, which are 
voluntary. 
Children's Aid Department of Neighborhood Clubs. 
The Children's Aid Department of Neighborhood Clubs has 
a unique set-up. It forms protective clubs around children 
who are too seriously disturbed to fit into ordinary groups. 
The children are often referred to the agency because of 
physical or emotional inability to adjust to ordinary groups. 
It is particularly important that the leadership be of top 
quality, and there is awareness of this by the Department. 
Volunteers are selected on the same basis as regular 
workers. Applications are filled out and references are 
checked. After this, a two-way interview is arranged. Vol-
unteers are told what is expected of them- attendance at the 
training program, supervision, recording, preparation for club 
meetings, etc. - and they, in turn, relate what they want out 
of the job. 
If there is mutual acceptance of one another, arrange-
ments are made for regular supervisory conferences, and volun-
teers are told that they can get on-the-spot conferences when 
needed. Always one person is assigned as supervisor, and 
although other staff members may be consulted in an emergency 
situations when the supervisor is not available, an attempt 
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is made never to interfere with the supervisory relationship 
of the one who is responsible. Evaluation conferences are 
held every half year. 
A 1 s o • to ass is t the ne w le ad e r s --
1. Program materials such as game booklets. song books 
and trip resources are distributed to new leaders. They may 
keep these materials. The agency wants volunteers to plan 
programs. On the other hand, the agency recognizes that 
volunteers have only a limited amount of time to spend and 
feels that if the volunteer has materials easily accessible. 
he will be more likely to plan. 
2. An Office Manual is distributed to all new leaders. 
This orients the leader to the work of the agency and to his 
own role, includes important information about policies and 
practices. and explains some important resources. Everything 
is explained clearly and concisely. The manual takes up 
only a little more than five pages. The writer quotes from 
the manual the agency's interpretation of supervision and 
Leaders' Meetings. 
Supervision: The job you have undertaken is important. 
We have an obligation to our members ~d the community. 
For that reason and for your own satisfaction. we know 
you will want to do it well. Therefore. a staff member 
with experience and training is assigned to help you. 
A regular conference should be arranged with this super-
visor at least every other week. and at the start more 
frequently. You may feel free at any time to ask for 
information or help. 
Leaders' Meetings2 A leaders' meeting is held once a 
month from 6:00 to 8:00 p.m. A supper is furnished by 
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the organization and is followed by a discussion of 
some phase of the work. These meetings are informal, 
but offer training for the work you have undertaken. 
Although certain material is always covered, the order 
of presentation and suggestions on emphasis and ques-
tions for discussion come from each group of leaders. 
Attendance at these meetings is considered essential.l 
Leader's meetings usually begin around November 5, when 
the majority of leadership has been obtained. 
The supper is a simple meal prepared and paid for by the 
agency. There is approximately one and one-half hours for 
course material and discussion after the meal. 
Attendance is voluntary although the agency states that 
it feels such attendance is essential. Sixty-two to seventy 
per cent of the membership attend regularly. A volunteer who 
does not attend and who does not seem to be maintaining the 
standards in his work may be asked to leave. 
The age span of the leaders is fifteen to thirty-five 
years. The agency uses approximately twenty-four volunteer 
leaders in club leadership. 
The course is given in eight sessions. No advanced 
courses are given, but since the course is planned jointly 
by professional staff and volunteers, the majority needs of 
the volunteers who are in the agency are considered. For 
instance, if, as so often happens, a group of students start 
work at the agency while freshmen at college and continue 
through their senior year, the materials will probably be 
presented on a higher level than would be true if the agency 
1 Department of Neighborhood Clubs, Manual for Volunteer 
=====*=P~-- -
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were starting with a group of new leaders. The agency feels 
that leaders who have been there for some time always con-
tribute toward raising the level of the group. 
Supper meetings provide the informal atmosphere for the 
c our s e • C on t e n t s t r e s s e d a r e r o 1 e of t he 1 e ad e r , t h e in d i v-
idual in group work, and group process. Also included are 
orientation to the agency, orientation to geographic area and 
constituency concerned, orientation to general aims in work-
ing with groups, function of group programs, and teaching 
pro gram skills • 
Discussion methods are stressed. Discussions may be led 
by staff members, specialists, or the volunteer leaders them-
selves. Staff or specialists may lecture a while on a subject 
which leads to discussion. One session is devoted to a work-
ship and one session is devoted to a discussion based on ex-
cerpts from records. Reading material is recommended on 
request. 
Staff members evaluate the program taking into account 
infortml comments of leaders. 
To stimulate volunteer participation and bolster their 
morale, letters of appreciation are sent to volunteers; and, 
if volunteers wish, the agency w.i. 11 pay their carfare. How-
ever, perhaps the deepest incentive is the responsible job 
they have undertaken plus recognition that the agency would 
help them to do well. 
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The agency finds that leaders who participate in train-
ing give more and better s ervioe. 
The supervisory conferences are considered by the agency 
to be a necessary supplement to the leaders' meetings. Some-
times a remark of the leader at a meeting reveals lack of 
understanding about some important matter. This is likely to 
be discussed at a supervisory conference. 
The agency also feels that in a decentralized program a 
monthly get-together is especially important for the volun-
teer to feel part of the whole program and to have the stimu-
lus of the exchange of ideas with others of like experience. 
Comments 
This program illustrates what a small agency without too 
much money, but with good professional staff, can do in the 
way of training volunteers. This agency is particularly 
aware of the need to require high standards of leaders because 
of the nature of the work involved. 
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Chapter IV 
TRAINING PROGRAMS OF SETTLEMENT HOUSES 
Settlement Houses are usually located in low-income 
areas and serve the population in the vicinity on a non-
sectarian basis. 
Problems in low-inoome areas are usually more numerous 
and of more serious nature than elsewhere, for poverty is a 
known breeder of social ills. Yet volunteer leadership in 
many of our Settlement Houses in Boston and elsewhere is 
without purposeful direction. 1 Lack of adequate staff, fin-
ances, plus the problem of volunteers too long accustomed to 
being allowed to drift aimlessly ad d to the difficulties in 
establishing training. 
There was some question in the writer's mind about 
whether to inolude the training program of Hecht Neighborhood 
House under this category or under Jewish Center training pro-
grams. Hecht Neighborhood House is located in a Jewish area 
and is affiliated with the Jewish Welfare Board as well as 
with the United Settlements. However, it is listed as a 
Settlement by United Community Services, and there is no 
reason why the kind of training program it sponsors should not 
be applicable to any settlement. 
1 See Sherman Hicks, ~· cit. 
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Hecht Neighborhood Hou~e. 
This organization has had a background of no training 
and very little supervision of volunteer leadership. In 
recent years, with the addition of professionally trained 
staff members who are conscious of group work goals, an in-
service training program was initiated which is called the 
Leaders' Association. 
The Leaders' Association has had official representation 
on the Board of Trustees and has participated in social ac-
tion. Its chief function, however, is the training of lead-
ers, both voluntary and paid. 
Attendance is voluntary. The organization feels that an 
attempt to initiate a required program would be unwise at 
this time because of the drastic reduction of available 
leadership that would result. 
About twelve out of thirty-three volunteers, or 36 per 
cent, attend each me eting. Professional staff and paid lead-
ership bring the usual atte ndance up to fifteen. The age 
range of leaders is from eighteen to thirty-five. 
The Leaders' Association meets once a month in the even-
ings from 8:00 p.m. to 10:00 p.m. from September to June on 
the day that is most convenient for all leaders. The plan-
nin g and carrying out of the program is the joint responsi-
bility of the professional staff and the ~aders themselves. 
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Minutes of meetings are mimeographed and distributed to 
all leaders along with th~ agenda for the coming meeting and 
special staff notices to leaders. Thus, those leaders who 
do not attend meeti n gs have access to the content of the 
meetings. Also, the leaders may easily refer back to meetings 
for help with current problems. 
Discussions led by staff members and socio-drama or role-
playing based on actual situations experienced by leaders and 
followed by discussion are the methods stressed. Also in-
cluded among the methods are lectures and discussions by 
specialists, discussions led by volunteer leaders, visual 
aids, workshops, panel presentation followed by general dis-
cussion, and reading material recommended. 
Content stressed includes orientation to general aims in 
working with groups, role of leader, individual in group work, 
record keeping, policies of agency, and special programs with-
in agency. Also included, although in some instances only 
superficially, are orientation to agency, orientation to 
geographic area and constituency concerned, group processes, 
function of group programs, teaching program skills, resources 
within agency and community, role of supervision, role of 
social action, and provisions for socialization of volunteer 
leaders. Refreshments are sometimes served at these meetings. 
There is a formal evaluation of the program by the staff 
members and another formal evaluation takes place at a regular 
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meeting of the Leaders' Association. 
In addition to the training program of the Leaders' 
Association, all volunteer leaders who wish it receive regu-
lar supervision almost on a weekly basis, plus regular evalu-
ations. The leaders who take advantage of this are usually 
the same leaders who attend the leaders' meetings. 
The professional staff at Hecht Neighborhood House are 
aiming toward leaders who will accept training and who can 
improve by training. The feeling is that higher standards can 
be required more easily from leaders who are paid; and, there-
fore, the organization is tending toward paying group leaders. 
Another interesting method used by Hecht Neighborhood 
House is the referral of difficult problems to a case worker 
who is affiliated with the agency on a part-time basis. In-
dividual problems are discussed at leaders' meetings; and 
when the situation seems to warrant specialized services, the 
problem is referred to a case worker. 
Hecht Neighborhood House leaders are also eligible for 
the Metropolitan Leaders' Council which is sponsored by the 
Je·wish Welfare Board. Fees are sometimes paid for leaders 
who wish to attend, and sometimes up to seven members have 
attended institutes sponsored by the Council. 
Hecht Neighborhood House finds that volunteer leaders who 
take advantage of training give more and better service. 
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In Appendix E is an illustration from a Leaders' Associa-
tion meeting. Seve r al months previous to meeting illustrated. 
the group discussed necessary qualifications for good leader-
ship. The specialist added much to the discussion. 
East Boston Settlements. 
The East Boston Settlements have joined together in 
initiating monthl y conferences for their leaders. These con-
ferences are big events and are given much publicity. 
The purpose of these conference• is to bring about a 
consciousness of the three settlements as part of one another, 
to bring about a consciousness of problems common to all lead-
ers, to broaden the outlook of leaders, and to provide a 
social atmosphere in ~ich friendships among those doing simi-
lar work may develop. 
These conferences are big events and are given much 
publicity. Special invitations are sent out to leaders before 
each meeting; and if the leader is married, the husband or 
wife is included in the invitation. The newspapers carry 
reports of the meetings. In addition to speakers followed by 
small round table units in which there is discussion among 
the leaders on pertinent subjects, there is a buffet supper, 
entertainment, and social or square dancing. The aim is to 
make the meetings so attractive that leaders will prefer to 
attend rather than to go elsewhere for entertainment. About 
70 to 80 per cent of the leaders attend these meetings. 
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The programs are decided upon by the staff. The staff, 
however, are familiar with the needs of the leaders through 
the contacts; and, thus, indirectly the leaders themselves 
help to determine the programs. 
The content includes aims of social work, the function 
of programs and kinds of programs, recreation, understanding 
the individual, and understanding aspects of group leader-
ship. Mimeographed materials pertaining to the subject 
occasionally are distributed at meetings. These pertain most-
ly to criteria for the development of good leadership and 
indicate something of the professional aims in working with 
groups. 
At the individual settlements on Wednesdays following the 
big conference, there have been attempts to continue the dis-
cussion with smaller groups. These have not been very suc-
cessful. Mimeographed materials are also distributed by 
individual settlements for their own leaders, and in these 
materials are important policies of the settlements. 
There is very little real supervision at the agencies. 
In Appendix Fare illustrations of an East Boston settlement 
training program and a leaders' questionnaire. 
North End Union. 
Several years ago the North End Union started a training 
course for volunteers in their summer day camp program • . The 
course brought such good response that other agencies requested 
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that their workers be admitted. The course now is under the 
joint auspices of the North End Union, United Settlements, and 
the Volunteer Service Bureau. 
The purpose of the course is to help volunteer leaders 
who are new on the job to get practical training, to add to 
the understanding and practical training of other volunteers, 
and to serve as a refresher course for older workers and staff 
members. 
Both paid workers and volunteers attend these sessions. 
Since the course is given every morning and afternoon for a 
period of about a week, those volunteers with full-time jobs 
are not likely to be able to attend. Also, the faot that the 
course is given at a location that is rather difficult to get 
to tends to exclude other workers. An examination of those 
attending indicates the largest numbers come from that section 
of the city although workers from most of the settlements in 
Boston were represented at the course. Also, of course, agen-
cies could not afford to spare many of their staff for such a 
long stretch of time. The course was free. 
The writer attended this course and thus has first-hand 
information about what went on. Approximately thirty workers 
representing a variety of agencies attended the meeting regu-
larly. These workers were enthusiastic about the course, and 
the general feeling they had was that the course was very 
worth-while. 
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Most of the morning sessions were devoted to lectures 
followed by much discussion by the group on the subject 
presented. This discussion was encouraged and conclusions 
were reached. In each instance e. competent person, well known 
in the group work field, led the discussion. Topics covered 
included orientation to the agency and environs, the role of 
the leader, the individual who constitutes special problems 
to groups and to the leader., problems of the individual who 
is affiliated vlith a minority group, the function of programs 
and how to plan programs, understanding the child and parent, 
community resources, and the teaching of skills in planning 
trips, games, creative dramatics, puppetry., crafts, and story-
telling. Although directed at day camp leaders, the program 
was applicable to situations which the group leader would con-
front at any time in the year. 
In addition to the discussion method which was stressed, 
other methods employed included a movie, e. panel discussion, 
having the group divide itself into smaller units with each 
unit discussing the role of the ~ader in a particular situa-
tion Which actually had occurred to some leader. The smaller 
unit then reported back to the larger group and additions and 
comments were made both by the larger group and by the pro-
fessional workers in charge. The workshop method was the one 
stressed in teaching skills. Exhibition and demonstration 
were also used. 
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Mimeographed materials were distributed especially per-
taining to the de ve lopme nt of program skills • Through out the 
course~ there was an arts and crafts exhibit which was open 
to all, and many books and pamphlets on the various subjects 
were made available. 
One important follow-up by North End Union in connection 
with one of these courses was · the compilation of a scrap book 
in Which the important material of the course was extracted 
and kept in form for easy reference. Bibliographies were also 
made available, and the agency made easily accessible the book 
that were recommended. The course content for 1949 appears in 
Appendix G. 
Comments 
These three training programs illustrate three different 
methods. The first is a training program that is possible 
when there is adequate professional staff in the local agency. 
The second illustrates a group of agencies from the same 
locality pooling resources to sponsor a training program. The 
third illustrates a training program made available on a city-
wide basis thrrugh the cooperation of the United Settlements 
and the Volunteer Service Bureau. In the third illustration, 
the location of the training course, together with the time 
during which it was sponsored, would make it difficult for 
most volunteer leaders to attend. 
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Chapter V 
TRAINING PROGRAMS OF JEWISH CENTERS 
Jewish Centers seek good group leaders who have positive 
ide nt if ice. t ion with the Jewish background, for one of the 
chief functions of the Jewish Centers is to restore to the 
Jewish people their cultural heritage. Volunteer leaders who 
meet the qualifications needed to carry out the program of 
Jewish Centers are difficult to secure. This may partly 
account for a leaning toward paid leadership. 
Boston Y. M. H. A. 
The Y. M. H. A. uses a variety of methods to train their 
volunteer leaders. They includez 
Formal training course 
Leaders' conferences 
Leaders' club 
Volunteer leaders' staff meetings 
Lunch or supper meetings are sometimes used to get lead-
er s t oge the r for training. The agency pays for the me a ls. 
Training is voluntary. However, about twenty-two out 
of twenty-eight volunteer leaders, or 86 per cent, participate 
in the training. One reason given for this high per cent of 
participation is the fact that, with very few exceptions, the 
volunteer leadership is integrated into the general agency 
program. Leaders are encouraged to serve on committees to 
help in formulating plans and programs as well as to carry 
39 
through on plans and programs. Thus~ they achieve the satis-
faction that comes from following through on plans which they 
themselves have helped to make. Full-time professional staff 
members act as counsellors or guides. 
Most of the volunteer leadership co~s from the vicinity 
of the agency and thus it is possible for them to give treir 
time more easily. Also, the practice of paying good leaders 
is further inducement for doing good work. 
The agency pays carfare for leaders, combines social 
activities with training~ and arranges special parties for 
volunteers in addition to training as further inducements. 
Leaders meet for training biweekly. The content of meet-
ings is planned~ carried out, and evaluated by the volunteer 
leaders and professional staff. Methods stressed have included 
lectures by specialists, discussions led by volunteer leaders~ 
and visual aids. Training has also included lectures and 
discu~ons by staff, socio-drama followed by discussion, panel 
presentation followed by discussion, workshops, and recommended 
reading materials. 
In addition to the in-service training program sponsored 
by and for the leaders' group, this past summer a psychiatrist 
interested in preventing mental illness offered his services 
to interpret emotional problems to the staff and as a consult-
ant in special problems. The psychiatrist first delivered 
general lectures on behavior and treatment. After that, 
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counselors got together once a week at staff meetings to dis-
cuss particular problems with the psychiatrist. This proved 
to be so successful that the plan is to continue throughout 
the year. 
During the summer, also, a two-day, inter-agency course 
was sponsored by Jewish Welfare Board for volunteers and pro-
fessional summer camp counselors. At this course the instruc-
tors played the role of camp counselors while the leaders went 
through the regular camping routine. This was followed by an 
intensive three-day course at the Boston Y.M.R.A. for Y. M.H.A. 
leaders. 
Content stressed in the training program of the Y.M.H.A. 
includes role of leader, individual in group work, teaching 
program skills, and policies of the agency. Also included are 
orientation to agency, or~ntation to general aims in working 
with groups,~~ group processes, function of group programs, 
record keeping, role of supervision,~~ resources in agency and 
community, specie. 1 programs within agency, and provisions for 
socialization of volunteer leaders. 
The plan for the coming year will include more lectures 
followed by workshops. 
In addition to the training sponsored by the Boston 
Y. M.H.A., the leaders are encouraged to attend regional and 
sectional Jewish Welfare Board training programs. Fees are 
paid for leaders. 
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The Boston Y .M. H.A. finds that leaders who part i cipate 
in training give more and better service. 
Metropolitan Leaders' Council. 
In order to raise the level of leadership standards; 
provide a common meeting ground for the exchange of ideas and 
experiences among leaders of various agencies; e. nd to stimulat 
leaders' groups in the various Centers and organizations; the 
Metropolitan Leaders' Council. under the sponsorship of the 
Greater Boston Community Council of Jewish Centers, in ooopera 
tion with the New England Section of the Jewish Welfare Board, 
was organized in November, 1947. All leaders of Jewish groups 
affilia t ed with the Jewish Welfare Board are eligible to par-
ticipate. 
The Metropolitan Leaders' Council does not compete with 
train i ng offered by individual agencies. but rather supple-
ments such training. The steering committee of the Council 
is made up of leaders representing different Jewish agencies. 
These representatives get together to plan training programs, 
which will fill unmet training needs of the leaders. 
The steering committee meets about once a month. together 
with a staff consultant from the Jewish Welfare Board. The 
committee plans. carries out, and evaluates training programs. 
Last year the Metropolitan Leaders' Council planned and 
carried through three institutes which took place on Sundays. 
Different Jewish agencies were used for the institutes. 
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Registration, which included lunch, ranged from fifty to 
seventy-five cents. 
The institutes covered the following topics: 
1. Understanding the individual. 
2. Good programming. 
3. Jewish programming. 
The institutes were given at various times throughout 
the year. 
Approximately sixty leaders representing various Jewish 
youth-serving agencies affiliated with the Jewish Welfare 
Board attended each institute. There is a potential of 200 
to 300 leaders attending. 
To encourage attendance, social activities are combined 
with training, attractive programs are sent out, and telephone 
contacts to key persons are made. 
Methods stressed in the institutes have been discussions 
led by staff members and specialists, socio-drama and panel 
presentations followed by discussion, and workshops. Also 
included were lectures by staff and specialists, discussions 
led by volunteer leaders, and visual aids. 
The steering committee, upon evaluating last year's pro-
gram, decided that next year, in addition to institutes, the 
Council should set up a formal training course that will run 
for about six weeks • The leaders fee 1 that there is a need 
for such formal training. Also, during the first year of the 
Council's operation, a final affair consisting of a weekend 
in camp was held for leaders. It was recommended that some 
similar final affair be held as a climax to the coming year. 
The Council has recommended that agencies affiliated with 
it give status to the Council through an organized system of' 
cooperation of' their leadership groups with Metropolitan 
Leaders' Council. cooperation of' agencies in future planning. 
and some uniform system of subsidization for leaders attending 
training programs of' Metropolitan Leaders' Council. 
The following problems have affected attendance: 
1. The locus of' the institute. 
2. Time available to leaders. 
3. Leaders' involvement of training programs 
sponsored by local agencies. 
An illustration of' an institute appears in Appendix H. 
Comments 
The Y. M.H.A. program illustrates a local agency training 
program which also utilizes training offered by the larger 
C ouno i 1. It is interesting to note the agency's decision to 
incorporate more workshops and Jewish content in its programs. 
The Council devoted special institutes to these matters, and 
it is quite possible that the ideas originated from leadership 
participation in the Council. 
The special problem of the Council that covers an immeas-
urable area, like that of a settlement training program that 
covers an extensive area, is the problem of finding a location 
for a 11 leaders. 
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Chapter VI 
TRAINING PROGRAMS OF CHURCHES AND 
RELIGIOUS SPONSORED AGENCIES 
Like the Jewish centers, the religious sponsored agencies 
must have leaders who have positive identification with the 
religion as well as good group leadership ability. Leader-
ship is usually recruited from the adult membership of the 
religious groups. 
B o s t on Y • M • C • A • 
The Boston Y. M. c. A. utilizes the following methais of 
organizing trainingz 
1. Leaders' conferences - There are approximately six 
regional conferences and a minimum of two local conferences 
through out the year which volunteer leaders are encouraged to 
attend for purposes of training. An average of twenty leaders 
attend each conference. 
2. Program Council - The purpose of the Program Council is 
to stimulate training. The Council is made up of leadership 
from adult groups. Each adult group sends two representa-
tives. The Program Council participates in planning leader-
ship training for adult leaders. The Council has planned a 
f'ormal training course f'or the coming year although last year 
no course was sponsored. 
3. Volunteer leaders' staf'f' meetings. 
4. Junior Leaders' Training Course- This is a special 
training course given to boys of high school age who assist 
in c 1 u b le ad e r s h i p • 
5. The Association School Leadership Course - The Associa-
t i on S c h o o 1 i a a f f' i li ate d wit h the B o s ton Y • M • C • A • I t 
offers a special course on leadership to all who are inter-
ested. There is a nominal fee. 
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6. Outing Club Training - This is a special club affiliated 
with the Boston Y. M. c. A. It offers a training program 
for its own leaders, and meetings usually take place at the 
homes of members. 
7. Supervis ory Conferences- All leaders have supervisory 
conferences at least three times a month. 
Supper meetings are often used as a medium to get the 
volunteer leadership group together • 
. To bolster the morale of volunteers and to stimulate 
participation in training, letters of appreciation are sent 
to volunteers and certificates of lifJ r it are awarded on 
special award nights. These award nights are special agency 
programs dedicated to volunteers in appreciation of services 
rendered. 
The Boston Y. M. C. A. uses about 150 volunteers. About 
60 of these regularly attend a formal training course spon-
sored by the agency. In the past year there was no kind of 
formal training course for adult leaders (except for outing 
club leaders) or for physical education instructors. Thus, 
the Junior leaders, leaders of the outing olub, and leaders 
who enrolled in the leadership courses of the Association 
School were the only leaders who received formal training. A 
formal training course is being planned for adults for the 
coming year. 
The writer was told that the volunteer leaders' staff 
meetings are occasional get-togethers of volunteer staff to 
discuss special programs which are being planned and problems. 
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The Boston Y. M. c. A. is aiming toward a formal train-
ing course that will include all volunteer ~aders. 
A unique training program of the Boston Y. M. l.:. A. deals 
with the training of junior leaders who act as assistant 
group leaders. The course is planned by the professional 
staff and is given throughout the year. There are ten sessions 
of one and one-half to two hours per session. 
Before a session starts, mimeographed sheets are dis-
tributed to leaders with questions and problems 'Which they 
are asked to answer. After lecture a:rrl discussion, they can 
note changes in their attitudes. 
Methods stressed in training leaders have included lec-
tures by staff members, lectures by specialists, discussions 
led by staff members, and reading m ter ia 1 recommended. Other 
methods used include discussions led by a specialist and 
vis ua 1 aids • 
Content stressed in leadership training c curses include 
group processes, role of leader, individual in group work, 
resources in agency and resources in community. Also included 
are orientation to agency, orientation to general aims in 
working with groups, function of group programs, teaching pro-
gram skills, special programs within agency, role of social 
action in group work, and provisions for soc ia.l ization of 
volunteer leaders. 
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Training courses at the Boston Y. M. c. A. have some-
times been followed by a leadership training conference. 
Evaluation has been of an informal nature, i.e., comments 
of leaders overheard or informal discussions held with leaders 
by staff members. 
The Boston Y. M. c. A. has recognized difficulty some-
times in sustaining interest of the group in a formal training 
course. The agency feels that in many cases this has been due 
to the fact that too many courses are staff-planned. In 
future courses, the agency is aiming ats 
1. More joint planning of courses by agency and staff. 
2. Combining formal training courses with social 
activities. 
The Boston Y. M. c. A. finds that those volunteers who 
have participated in training courses give more time and bet-
ter service. This is explained by the agency as being largely 
due to the fact that training attracts leaders of higher cali-
bre and leaders who are more sincerely interested in the work. 
An illustration of a Junior Leaders' Session and an 
illustration of the content for the year appear in Appendix I. 
Boston Y. W. c. A. 
The Training Program offered by the Boston Y. w. c. A. 
extends through the year and is required as long as the advis-
er is with her club. The adviser spends her first hour with 
her club, and her second hour is spent in the Training Program 
session, along with the other club advisers who meet on that 
same night. 
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Orientation to the agency. orientation to the geographic 
background of the club members, function of the Adviser, func-
tion of Supervision, understanding individuals within the 
club and helping them to develop, and understanding oneself 
are the topics which are stressed. 
Although the function of the programs is discussed, the 
advisors are not expected to develop program skills since 
experts at the "Y" can always be called in when program skills 
are needed. In fact, each club has a two-hour session. The 
first hour is spent with the adviser and the second is spent 
with the experts ~ile the adviser is in session with the 
other advisers. 
Leadership in a large adult group is quite different, of 
course, from leadership of a small group of little girls. In 
an adult group, there is practically complete autonomy with 
the adviser's chief responsibilities those of representing 
the staff, being a resource person, aiding the development 
of the indigenous leaders of the group, aiding in the develop-
ment of other individuals according to need, and aiding in 
the development of the group as a whole. 
Because of the abundance of resource people in the Boston 
Y.W.C.A., resource people from the "Y" itself are called into 
meetings with the club advisers to discuss their functions 
so that advisers get a clear picture of the total "Y" program 
and all of the resources within the "Y" which might be called 
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into play to help the club as a whole or individuals within 
the club. 
Record keeping is discussed in these meetings, and record2 
are kept by the advisers. The kind of record, however, is one 
of program activity. Advisers record club responses to pro-
gram activities and these records are kept on file so that 
another adviser looking for an idea may look into the files 
and find something that was successful with another group. 
There is little individual supervision because of lack 
of personnel. These informal meetings at which training takes 
place are to some extent also used as supervision. A problem 
of a particular adviser that was observed by the Supervisor 
or which was brought up by the adviser might be discussed. 
At these meetings. special programs of the agency and 
agency policies are discussed or a current article from the 
"Women's Press," which is the Y.W. magazine, might be die-
cussed. 
The function of the Business and Industrial Committee, 
which works with the staff, is explained at the get-togethers 
and advisers are encouraged to attend meetings of this com-
mitee. The advisers are usually interested enough in their 
work to attend the meetings. At these meetings, there are 
likely to be outside speakers. The advisers are encouraged 
to attend joint nyn meetings. 
There are seven clubs altogether (five business-girls' 
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clubs and two industrial-girls' clubs), and each club has two 
advisers. Membership is limited to one hundred girls per club. 
Clubs meet every other week. Some meet on Wednesday and other J 
on Thursday. This means that approximately seven advisers 
meet each night. Thus, considerable individual attention can 
be given. 
In addition to the program records filled out by advia-
ers, there is a file of other outside resources which are dis-
cussed and made available to leaders. Also, a leader's manual 
is available to all leaders, which explains in detail pro-
cedures for conduction club meetings. 
In Appendix J are samples of a record kept by Boston 
Y.w.c.A. Business and Industrial group leaders and an illus-
tration of a training program. 
Council of Churches. 
A standard leadership curriculum was set up in 1946 by 
the International Council of Religious Eduoation. 1 The pur-
pose is the improvement of church work in Protestant groups. 
The Department of Leadership Education is the "clearing house" 
for this cooperative endeavor and the administrative agent 
for the interdenominational phases of the work. Policies and 
plans are developed by a large committee representing denom-
inations and state councils. Text books and other readings 
1 International Council of Religious Education, The 
Standard Leadership Curriculum, Chicago, 1946. 
BOSTON UNIVERSITY 
SCI-IOOL OF SOCIAL WORK 
LIBRARY 
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are recommended for each course. Official credit is given 
when a course is completed under prescribed standards. 
Accredited instructors teach the courses so that standards 
can be maintained. Courses may be run on a denominational or 
interdenominational basis. When run on interdenominational 
basis~ the Council of Churches is usually the sponsoring 
group. 
Many leadership training courses sponsored by local 
churches or the Council of Churches are accredited courses of 
the International Council. All interested Protestant church 
groups may take advantage of this leadership training set-up. 
There are a large number of religious courses~ but in 
addition there are a number of courses which aim at teaching 
understanding of individuals, methods of organization of 
groups, general program skills and special skills in music 
and dramatics, etc. 
The Massachusetts Council of Churches is a Protestant 
organization whose purpose is to serve and strengthen the work 
of the Protestant churches. The Religious Education Depart-
ment of that organization is concerned with leadership train-
ing programs. The training sponsored by this organization, as 
previously stated, often include courses set up by the Inter-
national Council. However, other types of training needs of 
group leaders in church organizations are met. 
During the past year, the Massachusetts Council of 
52 
Churches sponsored the following leadership training programs 
of special interest from a group work point of view. 
1. Young Married Couples Conferences which stressed 
leadership preparation for young married couple groups. 
, 2. Children's Workers Conference which stressed leader-
ship needs for leaders in children's groups. 
3. Audio-Visual Education Conference which stressed how 
audio-visual aids can be incorporated in group leadership. 
4. Master Teachers' Training Program Which stressed 
teaching those who would in turn instruct others in group 
leadership. 
5. Norfield Conference ~ Religious Education which 
included a variety of standard curriculum courses, some of 
which were definitely oriented to the group worker's needs. 
One interesting aspect of training at the Norfield Con-
ference is the engagement of a Jewish Rabbi to teach a course 
on Jewish beliefs and ceremonies. The Council of Churches 
feels that the best way to promote mutual understanding and 
respect between Protestants and Jews is by providing contact 
of a pleasant and wholesome nature with a Jewish person. 
The Church leadership training programs are voluntary. 
Lunch or supper meetings are sometimes used to get leaders 
together, and the Council sometimes pays for meals. 
Home study for individual leaders interested in curricu-
lum courses can also be arranged. 
To stimulate participation in programs there is publicity 
for courses, social activities are combined with training, 
letters of appreciation are sent to volunteers, and certifi-
cates are awarded to volunteers who complete courses. 
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Methods stressed in training include lectures by staff 1 
lectures by specialists. discussions led by staff members. 
discussions led by specialists. observations of groups in ses-
sion, visua 1 aids, and workshops. Other methods used include 
discussions led by volunteers, trips to various parts of the 
community, panel presentation followed by general discussion. 
and reading materials recommended or required. 
Content stressed includes teaching program skills and 
resources in the community. Other content includes orienta-
tion to church. geographic area, and co nstitueney concerned. 
general aims in working with church groups, function of pro-
grams, role of leader, individual in the group setting. record 
keeping, resources of churches. policies of churches. special 
programs, role of supervision. role of social action, and 
provisions for socialization. 
The particular problems sponsored by the Council are 
planned by professional staff and volunteer leaders. There 
is forml evaluation of training programs by the staff and by 
volunteer leaders. 
The Council finds that leaders who attend training pro-
grams give more and better service. 
An illustration of the training at a Young Adult Confer-
ence appears in Appendix K. 
City Misaionary Society. 
This is a Congregational Church organization which 
54 
sponsors leadership training programs for vacation church 
school leaders. Many churches today sponsor their own special 
recreation programs for young people during school vacations. 
There are five spcial programs sponsored by the City 
Missionary Society. They include: 
1. Spring training programs - six weeks - for volunteer 
leaders in the vacation schools particularly in the Boston 
area. 
2. Orientation week is for the special staff of college 
young people who work in vacation school projects. It is 
also attended by many who miss the spring program. 
3. Demonstration school is a week training program which 
usually includes an entirely different group. However, some 
of those who attended spring training or orientation also 
attend this phase of training. 
4. The summer staff is trained to give added training to 
volunteers they meet in their local areas. These usually take 
the form of staff meetings or departmental conferences. 
5. This year two local areas, Medford and Stoneham, had 
their own area training program. The present plan to expand 
the idea of planning training for special local areas since 
this has works d out very we 11. 
Training for volunteer church workers is voluntary. To 
stimulate participation of volunteers, much publicity is given 
to training programs, and certificates are awarded to volun-
tears who complete training and special certificates of merit 
to volunteers who do especially well. 
There are approximately four hundred church workers eli-
gib le for the program. About sixty-five participate in each 
training session. Volunteer WDrkers range from high school 
age to grandmothers. 
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The spring program includes six sessions with two hours 
each session; the June program includes five sessions with 
four hours per session; and the Demonstration School includes 
five sessions with three hours per session. The number of 
training sessions and hours of training in looal areas depend 
upon the needs. 
Depending upon the area, either the professional staff 
alone or professional staff and volunteers together are in 
charge of the program. 
Content stressed includes orientation to geographic area 
and constituency concerned, teaching program skills, resources 
in the community, end curriculum theology. Also included are 
orientation to ohuroh, role of leader, record keeping, resourcEI'3 
of church, policies, special programs, role of supervision, and 
role of social action. 
Methods stressed include discussions led by staff members, 
observations of groups in session, workshops, md individual 
follow-up by area. Also included are lectures by staff, lec-
tures by specialists, discussions led by specialists, visual 
aids, and recommended reading material. 
The program is planned by the professional staff with 
suggestions from volunteers in the area. Evaluation is by 
staff members. 
In addition to this training program, many volunteers 
attend Pilgrim Hall Institute and local area council programs. 
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Leaders who participate in training programs usually 
give more service and they give better service if their old 
methods can be sufficiently overcome. 
The chief problem experienced in the training program has 
been that of getting people to travel to Boston. To overcome 
this, there is a growing tendency to hold more area training 
programs and institutes. 
Salvation Army Training Program. 
The Salvation Army has a program of youth activities pro-
viding religious education, recreation, and informal education 
for both members and non-members of the organization. These 
activities usually occur in depressed areas where needs are 
nulJW3 r ous • 
The Salvation Army, cognizant of the important role of 
leadership, set up a systematized and coordinated program of 
leadership training. This program has been in existance for 
two years. Completion of the program, which requires at 
least three years, leads to the award of the Leaders' Key. 
However, the key itself is not considered the important thing 
as t he f o 11 ow in g q u ot at ion in d i c at e s : 
The leader who completes the requirements for a "key" 
will have a wealth of knowledge in the psychology and 
philosophy of leadership, and will bring to his work 
much in new techniques and methods. Beyond this, and 
probably even more important, he will have created a 
thirst for self-improvement that will recognize the 
earning of the key as only a way station ••• l 
1 Salvation Army, LeadershiE Training Plan, Foreword. 
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The following methods of organization are used: 
1. Leadership Camps. 
2. Divisional Institutes. 
3. Corps and Sectional Institutes. 
4. Correspondence Courses. 
5. Collateral Reading. 
6 • Ex per i e no e and S e r vice • 
7. Loca 1 Study Courses. 
8. Leaders' Conferences. 
Three hundred to three hundred and fifty credits must be 
earned in a combination of the above methods. A maximum of 
120 credits may be earned in experience and services. The 
remaining credits must be distributed among at least three of 
the other categories. The maximum number of yearly credits 
that may be earned in any one category is specified. Only a 
small number of credits can be earned through Leaders' Con-
ferences 1 Correspondence Courses, and Collateral Reading, which 
means that the leader desirous of obtaining a key must enroll 
in formal training. The maximum amount of time allowed for 
the completion of 1he program is six years. 
Leaders have some choice and can sale ct programs that 
most interest them or best fit their needs. 
Local Study Courses include courses offered by: 
1. Boy Scouts of America and kindred groups. 
2. Group Work Agencies. 
3. Interdenominational Church Leadership Courses. 
Thus, the Salvati on Army Leadership Training Program 
utilizes existing community training facilities. 
The training program is voluntary. Combining social 
activities with training and awarding certificates for canpletia:l. 
and certificates of merit for outstanding performance are fur-
ther inducements to the leaders. 
Salvation Army uses 288 volunteer group leaders in 
Greater Boston. Sixty per cent attend training programs regu-
larly. On the local level, classes vary in size from five to 
twenty-five. 
Training programs are planned, carried out, end evaluated 
by the professional staff and volunteer leaders together. 
Content stressed includes orientation to general aims in 
working with groups,. teaching program skills and special pro-
grams of the organization. Also included are orientation to 
the organization group processes, role of leader, function of 
group programs, record keeping, resources of the organization, 
and resources within the community. 
Methods stressed include visual aids ani workshops,. lee-
tures and discussions by staff, end lectures and discussions 
by specialists, discussions led by volunteer leaders, panel 
presentation followed by general discussion, and recommended 
reading naterials. 
Leaders who participate in training are found to give 
more and better service. 
The Salvation Army finds the following problems in con-
ducting a satisfactory training program for volunteer leaders' 
1. Biggest problem is securing volunteer group lead-
ers. The need is always greater than the supply. 
2. Time element -what time is satisfactory to all? 
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3. Adapting methods suggested in training program to 
a c t ua. 1 g r ou p a o t i v it y • 
To remedy the last-mentioned problem. Salvation Army 
hopes to include a greater amount of plrtici pation of class 
members in carrying out the methods suggested. Demonstration 
periods wi 11 be arranged if poasib le. 
Comments 
There is obviously recognition on the part of some church 
and religious sponsored groups of a. need for leadership train-
ing. 
The Y.W.C.A. method of requiring a leader to spend an 
extra hour for the purpose of training is unique. Although 
the particular application of this e thod to the Y.W.C.A. pro-
gram may not be applicable to other a genoies • the idea of 
requiring all leaders to spend an extra. hour for purposes of 
training might be worth considering. 
The employment of a Jewish Rabbi by the Council of 
Churches to demonstrate respect for other groups is also a 
noteworthy met bod. 
The use of training resources 'Wi. thin the community by 
the Salvation Army indicates an awareness by that organization 
that there are certain common eleents in group leadership. 
This avoids unnecessary duplication of efforts. Salvation 
Army, thus. can concentrate on training needs not met by com-
munity facilities. Another interesting point about this plr-
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ticular training program is that it permits a certain amount 
of choice on the part of the leader. 
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Chapter VI I 
CONCLUSIONS AND RECOMME NDATIONS 
The training programs presented in this thesis include 
suf fie iEI:l t variety in types of organ iz at ions s pons ori ng them 
to demonstrate that it is possible for an agency to sponsor a 
training program for volunteer leaders. 
Although this thesis concerned itself primarily with 
training programs for volunteer leaders. the non-professional 
employed worker is equally in need of training. The kinds of 
training applicable to the volunteer are also applicable to 
paid• non-professional leaders. 
Every agency that sponsored a training program for volun-
teer leaders agreed that those volunteers who participated in 
training. on the whole. gave more and better service. Those 
volunteers whose service could not be improved by training 
probably are the kind of volunteers whose usefulness to the 
agency is questionable. 
The fact that some of the agencies which use volunteers 
almost exclusively have the highest standards for training 
and find the volunteers capable and reliable suggests that the 
lack of training standards in those agencies which have not 
found volunteer service satisfactory might be a cause of vol-
unteer inadequacy. Workers are more likely to do a good job 
when they gain a maximum of satisfaction for their work. To 
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gain a maximum of satisfaction from group work, workers must 
learn how to do the job well. 
To return to the original questions raised at the begin-
ning of this thesis: 
What can an agency do if it does not have adequate 
financial means or adequate professional resources? 
1. The volunteer leaders of the agency can learn program 
skills by participating in courses offered by Community Recrea-
tion Service and Audubon Society. An agency could require such 
courses or at least as inducement to volunteers, pay fees for 
such courses. 
2. A group of agencies in a locality could get together and 
sponsor joint training. This is what wa s done at the East Bos-
ton Settlements. 
3. The leaders of an agency could be encouraged to partici-
pate in some community training such as the North End Un i on 
training program for settlements, the Metropolitan Leaders' 
Council for Jewish Center workers, and the Counci 1 of Churches 
training programs for Protestant church workers. The locality 
of the training programs might make it difficult for some 
agencies to use this resource for their leaders. 
4. A leaders' club might be organized within the agency 
through which the ~aders, with a minimum of staff assistance, 
work out their own training needs. 
How can a program be planned so that volunteers, 
who, have a minimum amount of time to give to agencies, 
can come? 
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1. Supper meetings often work out well, especially since 
all people must take time out to eat. Children's Aid starts 
supper meetings promptly at 6:00 p.m. and ends them promptly 
at 8:00 p.m. so as not to interfere with other plans. Suppers 
are simple so that most of the time can be devoted to train-
ing. As further ind uc emen t • me a ls are paid for by the agency. 
2. Late evening meetings, such as are used by Hecht Neigh-
borhood House, are other possibilities. An evening convenient 
for a majority of leaders might be used, and the meetings 
might be made so pleasing that leaders will feel that they are 
enjoyable as well as educational. 
3. Sunday institutes and weekend conferences which combine 
social activities with training he.ve e.lso proved popular. 
Should the program be required or voluntary? 
1. The basic training progransfor Girl Scout leaders and 
Camp Fire Girls are required. Both c£ these organizations 
depend almost exclusively upon volunteers, and yet, requiring 
training does not interfere with availability of leaders; and, 
in fact, probably tends to increase the supply. The fact that 
leaders receive help in learning how to do a good job in it-
self is an inducement to take on the responsibility. 
The Y. W.C .A. requires training throughout the year. 
Leaders must give two hours' service. One hour is spent with 
the club and the other in training. This extra hour does not 
affect the availability of leaders. 
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It is extremely difficult to maintain standards of group 
work unless training is required. On the other hand, many 
agencies have had a lon g history of no training fo~ volunteer 
leaders. To require training suddenly might well affect the 
supply of volunteers. What can agencies do to get volunteers 
to attend training programs on a voluntary basis? 
It is not unusual to find that 60 to 80 per cent of 
workers attend some of the trainin g programs sponsored on a 
voluntary basis. The following are some of the characteris-
tics of the more successful volunteer training pro grams from 
the point of view of attendance: 
1. The agency supports the training program and attempts 
to make the volunteer understand why such training is essen-
tie. 1. 
2. The training program is conducted so that it actually 
aids in the development of the leader. Thus leaders enrolled 
in the voluntary Camp Fire Girls pro grams at' ten develop hob-
bies and skills for their personal use as well as for use with 
their clubs. 
3. Participation of volunteers in planning, carrying 
out, and evaluating the training program is obtained. 
4. Much a t t :r a ct i ve pub l i c it y is g i ven t o t he t r a in in g 
program. 
5. Social activities are combined with training. 
6. The agency does little extra things to encourage 
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attendance by volunteers. Supper meetings are scheduled 1 
and the agency provides the supper; meetings are terminated 
on time; refreshments are served at the agency's expense; 
agencies pe.y carfare; e.nd baby sitters are provided for mothers 
who have youngsters. 
7. Certificates for attendance and certificates of merit 
are awarded. One agency 1 the Y.M.C.A., has specia 1 award 
night programs. 
8. Some agencies are tending toward paying leaders 
because they feel that it is possible to require higher stan-
dards of paid leaders. 
What content should be included and what methods 
employed in order to make the training pro gram most 
valuable? 
There are two main methods through which the professional 
helps the volunteer to develop an awareness of group work aims 
and tools. One method is individual supervision and the other 
method is the training course. Both are important for the 
development of good leaders, and in a number of the training 
programs presented in this study, an attempt was made to pro-
vide both types of training. 
The content of the training program depends upon the needs 
of the volunteers in the agency and resources available. One 
would expect in e. good training pr ogre.m that a volunteer re-
ceive some kind of orientation to the agency, to the philosoph~ 
of working with groups 1 and to his particular role as leader. 
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One would also expect that further content of training would 
depend upon the needs of the particular group and that content 
would be geared to continual growth in the understanding and 
skills of the leaders. Thus, training programs in this thesis 
included formal training courses aimed at orientation# leaders 
groups aimed at in-service training which meets current needs 
of leaders# and institutes aimed at meeting special needs. 1 
One would expect of a good training program tmt methods 
consistent with group work theories would be used. Thus, the 
majority of training programs presented stress discussion 
methods. Also, many agencies are using visual aids, workshope, 
observation of groups, sooio dramas, and other methods which 
make materials vivid. The Council of Churches, instead of 
preaching understanding and respect for other religions, 
includes in its program a representative of another religion. 
A majority of agencies, also, are tending toward getting 
the leaders themselves to plan, carry out, and then evaluate 
programs. Leaders' clubs and associations are methods through 
which a maximum amount of volunteer participation can be 
secured. The Boston Y.Y-.H.A. integrates volunteers into the 
agency to such a degree that they serve on agency committees 
which plan the programs 'Which they, as leaders, carry through. 
1 See Appendix L for proposal of The Brooklyn Council 
for Social Planning for training individua 1 and student 
volunteers. 
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Group -w·ork tries to teach men~ women, and children how to 
live in a democracy. It enables them, through democratic 
means, to lead happy, healthy~ and constructive lives. The 
constructive energies which good group work practices can 
release cannot be estimated. Group work methods provide the 
tools for making democracy work to the ultimate advantage of 
all peoples. In order for group work to have a chance to show 
what it can do, group leaders must be trained in group work 
philosophy and methods. 
Even as it is possible for a good group leader to help a 
club president to learn how to be a good democratic leader of 
his group, so it should be possible for a good professional 
worker, through a proper training program, to help volunteers 
to develop into good democratic leaders. In doing this, the 
professional worker accomplishes two important objects: 
1. The individuals and groups grow and develop as a result 
of better leadership. 
2. The group leader himself is likely to utilize his new 
understanding and skills in his personal life thus extending 
democratic methods far beyond the walls of the agency. 
Even when agencies do not have financial and professional 
resources to train leaders, a beginning can be made with com-
munity resources described in this study. 
Approved, 
r2-L.c1~4~ 
Richard K. Conant 
Dean 
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APPENDIX A 
A Study of Training Programs for Volunteer Group Leaders in 
Youth Serving Ageneie s of Greater Boston 
Questionnaire 
1. Do you have a training program for volunteer group leaders? 
2. Check methods of orge.nizati on t:ta t you employ: 
a. Formal training e ourse. 
b. leaders' conferences. 
c. leaders' club or association. 
d • 1 e ad e r s ' ins t i t ut e • 
e. lunch meetings, supper meetings. 
if you checked this, do you pay for meals? 
f. volunteer leaders' staff meetings. 
g • per s one. 1 o oa c h in g • 
h. home study. 
i • 0 t he r ( s pe c if y ) • 
3. Is the program voluntary or required? 
4. Check those methods which you use to stimulate participa-
tion of volunteers in your training program and to increase 
their morale. 
a. combining social activities with training. 
b. special parties for volunteers in addition to training. 
c. certificates to volunteers who completed the program. 
d. letters of appreciation to volunteers. 
e. certificates of merit. 
f. publicity for course. 
g • pay c a r f e. r e of vo 1 u n tee r s • 
h. scholarships to outstanding volunteers. 
i. otter (specify). 
5. How many volunteer group leaders do you have? 
6. How many of these volunteer group leaders regularly attend 
the training program. 
7. What is the size of the group participating in the training 
program? 
8. What is the age span of the group? 
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9. Is the training program given: . 
a. prior to leaders' work with groups. 
b. during the first few weeks of leaders' work with 
group. 
c. throughout the year. 
d. other (specify). 
10. How many sessions are included in each training program? 
11. How many hours to each session? 
12. Are ad va nc ed training pro grams given f or leaders who have 
had basic programs? 
13. Who is in charge of the program? Check 
a. one or more members of professional staff. 
b. joint responsibility of professional staff and 
volunteer leaders. 
c • other ( s p e c if y) • 
14. Check once all the types of content included in your pro-
gram. 
a. orientation to agency. 
b. orientation to geographic area and constituency con-
cerned. 
c. orientation to general aims in working with groups. 
d. group processes (i.e. structure of different kinds 
of groups). 
e. role of leader. 
f. ind i vid ua 1 in group work. 
g. function of group programs. 
h. teaching program skills. 
i. record keeping. 
j. resources within agency. 
k. resources within community. 
1. policies of agency. 
m. special programs within agency. 
n • r ole of super vis i on • 
o. role of social action in group work. 
p. provisions for socialization of volunteer leaders. 
q. other. 
15. Double check the content which you stress. 
16. Check those methods which you use in your training program. 
a. lectures by staff. 
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b. lectures by specialists. 
c. discussions led by staff members. 
d. discussions led by specialists. 
e • d i s c u s s i on s le d b y v o 1 un t e e r 1 e ad e r s • 
f. socio drama or role playing, followed by discussion. 
g. observation of groups in session. 
h. trips to various :r:arts of the community. 
i. visual aids. 
j. workshops. 
k. panel presentation followed by general discussion. 
1 • r e ad i ng m t e r i a 1 r e c om mended or r e q u i r e d • 
m. other (specify). 
17. Double check those methods Wl.ich you stress. 
18. Who plans the program? Check. 
a. members of the professional staff only. 
b. volunteer leaders only. 
c. joint responsibility of professional staff and 
volunteer leaders. 
d. other (s pee ify). 
19. Check methods of evaluation for program. 
a. formal evaluation by leaders. 
b. evaluation by staff members. 
c. evaluation by joint committee of staff and volunteer 
leaders. 
d • in f o r me. 1 eva 1 ua ti on ( i. e • c o nnn e n t s of le a de r s t a k in g 
course overheard or discussed informally with staff 
member). 
e. no evaluation. 
f. other (specify). 
20. In addition to this training program, do your volunteer 
leaders regularly attend any training program sponsored on 
local, regional, or national level? 
a. which programs? 
b • how many at t e nd ? 
c. do you pay fees? 
21. Do you find that leaders who participate in a training 
program give more service? (Yes) (No) 
22. Do you find that leaders who participate in a training 
program give better service? (yes) (no) 
23. What are the eligibility requirements for your training 
program? 
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24. Comments regarding special problems in conducting a satis-
factory training program for volunteer group leaders? 
25. Comments regarding how you feel these problems might be 
solved. 
26. Other c omme n ts which you fee 1 are pertinent • 
THANK YOU FOR YOUR COOPERATION. 
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APPENDIX B 
CONTENT OF GIRL SCOUT GROUP lEAD ERSHIP COURSE 
1946 
Session I 
a. Register and get acquainted 
b. What Do We Do in Troop Meetings 
c. Program activities and records 
Session II 
a. How do girls and leaders together plan the program? 
b. Program activities 
Session II I 
a. What things can be done out-of-doors? 
b. Outdoor activities 
c. Flag ceremony 
Session IV 
a. Cookout 
Session V 
a. How is a troop governed? 
b. What are badges and ranks and how does the program 
cover them? 
c. How do we plan to cover our expenses? 
d. Program activities 
Session VI 
a. How do girls act in a troop and why? 
b. How can a Troop Committee help? 
c. Can my girls do volunteer community service? 
d. Program activities 
Session VII 
a. What is the importance of my job and 
relate to what is happening all over 
b. What resources are available so that 
when I need it? 
how does it 
t he city? 
I can get help 
c. Program activities from: Boston Council of 
Girl Scouts~ Inc. 
Session VIII 
a. Review of activities 10/46 
b. Summary of reo ord s 
c. Questions of leaders 
d. Investitute Ceremony 
Awarding of Course Certificate 
Announcing The Ro 11 of Honor 
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COMMENTS ON THE COURSE 
Every training course is different because each group makes 
new suggestions which are used. We welcome yours. Please be 
frank. 
What parts of the course do you feel have been most helpful 
in view of your job? Why? 
What would you have liked included or emphasized that was not? 
Did some methods of presenting the training material hold your 
interest more than ot~ rs? Which and why? 
What other kinds of training help do you feel you will need 
during this year? 
from: Boston Council of 
Girl Scouts. Ino. 
10/8/45 
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APPENDIX C 
BOY SCOUT TRAINING PROGRAM FOR SCOUTMASTERS 
REQ.UIREME NTS FOR SCOUTMASTERS 
1. TRAINING 
(To be approved by Coach, Course Leader or member of' the 
Commissioner Staff'.) 
A • B a s i c S c out mas t e r Train in g 
Complete basic Scoutmaster Training including "Fundamentals 
of' the Boy Scout Movement."* 
B. Advanced Scom Leader's Training Course 
Complete requirements f'or a certificate 
C. Round Tables 
During a three-year period participate in fifteen or more 
Leaders' Round Tables or other District or Council events (Not 
included above) which provide training and guidance for Boy 
Scout Leaders. 
D. Visit Another Group 
Visit a l!lleting of another Troop accompanied by Leaders of 
own Troop and. if possible., a Commissioner or an experienced 
Scouter. Following the visit discuss with Leaders of own 
Troop possible improvements in program based on observations. 
Use Troop Visitation Guide (Page 16). 
2. PERFORMANCE Patrol Method 
A. Establish the Patrol Method and supervise its continued 
development. Check results. (See Page 18 for check sheet, 
and Chapters 1 and 2, new "Handbook for Scoutmasters.") 
B. Program 
Guide Troop Leaders' Council in developing and conducting& 
1. Annual Troop Program 
2. Monthly detailed programs 
3. Submit "Scoutmaster's Program Notebook" showing evi-
dence of planning. 
c. Scout Tenure 
Produce evidence that during a two-year period., re-regis-
tration of Scouts has been above Council average., and that 
Troop has used a successful recruiting plan. 
* The present basic Scoutmaster's Training Course is 
being revised to include subjects in Troop Camping, He a 1 th 
and Safety, and First Aid. Until it is completed, the present 
courses in these subjects wi 11 be required for qualification 
in basic training. 
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D. Hiking ~ Camping 
1. Assemble own perscnal hiking and camping outfit. 
(See suggestions in Camping Merit Badges Pamphlet.) Submit 
list of this equipment. 
2. Recommend to Troop Leaders' Council that each Scout 
develop personal camping equipment. Supervise this activity. 
3. Participate in twenty or more nights of satisfactory 
camping with the Troop during e. three-year period. 
E. Measure Results 
1. Aid Troop Committee in developing the "Annual Report 
of the Troop Committee" (Cat. No. 6135) and participate in 
the Charter Review. Submit copy of Report. 
2. Use Troop Meeting Analysis Sheet (Page 16) in periodi-
cally checking progress of Troop. 
3. GOOD TURN 
(To be approved by member of Commissioner Staff except 
that "A" me.y be approved by a member of Leadership Train-
ing Committee.) 
A. Serve as Instructor (or Equivalent) 
serve as an instructor (this wi 11 require prior training 
and advance preparation) and help conduct an entire Scout-
master Tr-aining Course or e.ny other training event requiring 
ten hours or more of instruction,. or complete some equivalent 
approved by the Local Council. This may include leadership 
in Counci 1 or District events,. leadership in summer camp,. work 
in coaching, or otherwise helping other Units to do a better 
job. 
B. Service Projects 
Guide Troop in planning e.nd completing at least three 
worth-while community or Parent Institution service projects. 
Write brief description of these. 
4. TENURE 
Complete three years of registered tenure as a Scoutmaster. 
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APPENDIX D 
HERE IT IS11! CAMP FIRE GIRLS TRAINING COURSE 
THE TRAINING COURSE YOU'VE BEEN WAITING FORt 
BLUE BIRDS AND ASSISTANTS 
WHERE? Boston Social Union--48 Boylston Street, Boston. 
(Just a few steps from Camp Fire Headquarters.) 
WHO? WEEN? WHAT? Just keep reading and you'll see--
SESSION,!- Wednesday, February l2:,- 2 p.m. to 4 p.m. 
This is the regular monthly meeting of the METROPOLITAN 
LEADERS' ASSOCIATION- and a session you can't afford to miss! 
STORY TELLING FOR BIDE BIRDS 
Mrs. Gertrude Pearlman ---=-- 'B'TU'i' Bird Leader, Dorchester 
SPECIAL GUEST: Rosemary Lippitt, Ph.D., Consultant, Program 
Department, National Staff Camp Fire Girls 
(Ummmmmm - Refreshments, too) 
SESSION II- Thursday, February 19 10 a.m. to 12 noon 
BLUE BIRD PROGRAM EXCHANGE 
What to do at meetings** Special events** Ceremonies 
SESSION III - Thursday, February ~ l 0 a • m • t o 1 2 n o on 
GAMES ALL KINDS FOR YOUR GIRLS ** Quiet, Indoor, 
Outdoor, Musical 
Miss Blanche McGowan - Community Recreation Service, Boston 
SESSION IV - Thursday, March! 10 a.m. to 12 noon 
"HERE IS YOUR PARTY KIT" 
Ideas for favors-= gif~ table !eeorations - How to 
pack and mai 1 the kit. What to send for inexpensive refresh-
ments - samples, too! Exhibit and patterns of si mpl~ hand i-
oraft projects. 
Mrs. Mabel Walter, Field Director, Boston Camp Fire Girls 
And a SPECIAL GUEST FROM A LAND ACROSS THE WATERS 
SESSION V- Wednesday, March 10 7:45p.m. (place to be 
announced) 
CAMP FIRE GIRLS BIRTHDAY PARTY and METROPOLITAN LEADERS 1 ASSO. 
lrn"E'T'nn.r-* * "He 11o World, Let's Get Together" 
Dean Elsbeth Mel ville, Dean of Women, Boston University and 
Board Member, Boston Camp Fire Girls 
BIRTHDAY CAKE *** AWARDING OF CERTIFICATES and ACTIVITY 
REPORTS 
"This is the night we 'put the world together 1 " 
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APPENDIX D 
NATIONAL TRAINING INSTITUTE CAMP FIRE GIRLS -REGION I 
Bates Hall, Y. M. C. A. 
Boston, Massachusetts 
October 27 - 28, 1948 
* * * * * * 
Conducted by 
Miss Harriet Dively, Regions Supervisor 
Mrs. Elizabeth Siddall, Regional Field Advisor, National 
Staff, Camp Fire Girls, Inc. 
WEDNESDAY AFTERNOON 
1:00 - 1:30 Registration Bates Ha 11 
1:30 - 2:00 Opening session 
2:00 3:30 General session- "Principles of Leadership and 
Program Building" 
3:30 - 4:30 Four Separate Sessions - Preceding topics 
applied to each age group. 
Blue Birds - Miss Madeline Bartell, Supervisor of Educa-
tTO'il, Needham Pub lie Schools, Needham. 
Camp Fire Girls - Miss Ruth Mcintire, Recreation Special-
ist, University of Massachusetts, Amherst. 
Junior High Camp~ Girls - Mrs. Stanley Blackmer, 
Vice Chairman, Norwood Distr~t; Guardian; Greater 
Boston Council. 
Horizon Clubs - Miss M. Goldeth Myers, Division of Child 
Guardianship, State of Massachusetts; Horizon Club 
Advisor, Greater Boston Council. 
WEDNESDAY EVENING 
6:10- 8:00 Institute Family Dinner- Women's Republican Club 
The Camp Fire Girls' "Grace" -All leaders. 
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Greetings- Mrs. J. Verity Smith, National Board 
Member. 
Mrs. Raymond H. Davis, Chair man of 
Region 1. 
"We, the Camp Fire Girls, Speak" -Helene Mar-
coux, Anne Blackmer, and Sally Hey, Camp Fire 
Girl s , Gr eater B o s t on C o unci l • 
"Make Mine Democracy" - Our Goal - Miss Harriet 
Dively. 
"YOUTH AS CITIZENS - NOW" - Mr. La wre no e Wood-
bury, East Boston Social Centers; Summer of 
1948, Consultant on Youth Activities, u. s. A. 
Office of' Military Government, American Zone of' 
Germany. 
Report on leadership training and reorienta-
tion of German boys and girls, illustrated with 
slides. 
8:00 - 9:30 "AN EVENING OF FAMILY FUN WITH 'MR. AND MRS. 1 " 
"Mr." - MissMary F. Hubbarcr;-Chairman, N"''rwood 
District, Greater Bostcn Council, Camp Fire Girls. 
"Mrs." - Miss Blanche MacGowan, Community Recrea-
tion Service of Boston - "A Red Feather Service." 
Games -Holiday Ideas - Impromptu Costumes -
Fun for Your Group. 
THURSDAY MORNING 
9s00 - l0s45 General Session 
10:45 - 12:00 
Blue Birds 
Greeting- Dr. Ray Johns, General Secretary, 
Boston Young Men's Christian Association. 
"Interpretation of the Camp Fire Girls' Program 
in ~ Community" - Mrs. Elizabeth S idda 11. 
"Program Resources in the Community" - Miss Miriam 
Dickey, in Charge of Education, Children's Museum 
of Boston, "A Red Feather Service." 
"Creative Activities" -Mrs. Cora v. Feeley, 
Craftsman and originator of "Old Red House Block-
prints;" formerly Blue Bird Unit Leader, Camp 
Kiwanis, Boston Council. 
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Camp Fire Girls - "Ranks for Ind i v.:id ua 1 Progress" 
Mrs. Raymond CuTI'ir, Committee of Awards, 
Greater Boston Counci 1; former Guardian and 
Chairman of Leaders' Association, Florida. 
Horizon Club- "Vocational Interests in Club Programs" 
Miss Martha Hanf, Dean of Girls, Belmont High 
S c h oo 1 , Be lm on t • 
THU RSDAY AFTERNOON 
12: 15 Luncheon in Bates Hall - Buffet Style 
1:00- 2:00 General Session - "Youth and Adults Together." 
Panel Moderator: Mr. Robert F.Rutherford, 
Executive Secretary, Division of Neighborhood 
Houses and Youth Agencies, Greater Boston Com-
mtin i ty C ou no i 1 • 
2: 00 - 2: 30 
2:30- 3t30 
Participants a Mrs. Zenas Bliss, Chair man of 
Walpole District, Greater Bosto n Counci 1, 
Camp F ire G i r 1 s • 
Mrs. Josephine Hennessy, Horizon Club Advisox; 
Canton District, Greater Boston Council. 
Miss M. Goldeth Myers, Horizon Club Adviser, 
Camp Fire Guardians, Blue Bird Leader, 
Greater Boat on C ounc i 1. 
Mrs. George Stoll, Camp F' ire Guardian, former 
Blue Bird Leader, Pembroke District, Greater 
Boston Counci 1. 
Camp Fire Girlsa Barbara Brenner, Tchi-
Yallani Group, Belmont, Greater Boston Council. 
Nancy Parker, Okic iyapi Group, Dedham, Greater 
Boston Counoi 1. 
General Ses s ion - "At Home Ou t -of -Doors " 
lHs s Dively - Mrs . Siddall 
Exhibit of outdoor "tools" easy to make in your 
group. 
Three Separate Sessions - "Outdoor Crafts" 
Blue Birds -Mi s s Joan Millington, Execut i ve Director, 
Quincy Council of Camp Fire Girls 
Camp Fire Girls - Miss Miriam Isherwood, former Execu-
tive Director, Camp Fire Girls; Camp 
Kiwanis staff; Greater Boston Council. 
Horizon Club -Miss Harriet Dively. 
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3:00 - 4:00 - Closing Session - Miss Dively -Mrs. Siddall 
Our appreoiati on to the Boston Young Men's Christian 
Association~ "A Red Feather Service." for the use 
of their facilities and the courtesies extended by 
their staff. 
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APPENDIX E 
HIGHLIGHTS OF THE HECHT HOUSE LEADERS' 
MEETING, JANUARY 18, 1949. 
Who at tend e d ? (Thirteen menbers listed by name.) 
What was discussed? 
George Samansky, Field Secretary of the New England Section 
of the Jewish Welfare Board, who had been invited to this 
meeting, gave an inspiring account of his views on the func-
tions of a group leader. He brought out the following main 
points: 
1. The leader should foster the interests of the individ-
uals in a group and use these interests as e. tool for a bet-
ter adjustment of the individ ue.ls in soci e.l living. 
2. As the underlying concept of group work is dErn oeracy, 
the leader must try to make the young person happy in his 
surroundings and through practical application of democracy 
methods, the individual should undergo the experience of 
democracy. 
3. The consciousness of being Jewish should be developed 
for two reasons. The young people cannot avoid being Jewish 
e.nd have to face the implications of this fact. On the othe r 
hand, they should learn to take pride in their being Jewish, 
and thus the leader has e.n obligation to instill this pride 
in the youngsters. 
Bernard Scotch, Harold Kritzroan, Howard Parad, Shirlee Master-
man, Flora .Morrisson, e.nd Charlotte Scotch performed a skit 
to demonstrate two problems of a scapegoat in a specific club 
sit ue. ti on: 
1. The boy who wants to impress the other menb ers of the 
club l'rith his skills e.nd :r:erforma.nces, but is continually 
rebuffed. 
2. The same boy who should s h oulder al 1 the burdens and 
fulfill all those jobs which the others doo 't want to take 
upon themselves, but who is immediately described as a "bad 
fellow" when he cannot or wi 11 not accept them. 
The discussion W1ich followed this demonstration of actual 
club situations centered around the following issues: 
A. 
in e. 
How to handle the situation of a scapegoat who excels 
particular ski 11 but is not accepted by the group? 
1. Leaders cen make contact with the "scapegoat'' and have 
his works exhibited anonymously. The group might come to 
accept his works e.Irl himself. 
2. The Leaders can make the talent of the youngster known 
all ove r the a gency. As the child is identified with the 
group. the club might gain additional prestige through this 
particular member and he might becom.e accepted. 
B. How to handle disruptive members in a club situation? 
1. Leaders should acquaint themselves with the members 
of their group individually. 
2. A variety of activities provide outlets for var i ous 
individuals. 
3. One child mi@'l.t present a problem in one ~rticular 
gr ou p 1 but not in a no the r one 1 be c a us e of differ e no e s in me m-
bers1 interests. etc. Why not explore these possibilities? 
4 • T h is n e c e s s it e. t e s c o nt a o t s w i t h o the r c 1 u b le ad e r s e. n d 
members of the staff of tte agency. Other club leaders might 
have the same problem which 1 when discussed. find a solution. 
5. Supervision by trained workers is an ind ispensible 
aid to every club leader. 
6. A broad familiarity with the functions of the agency 
can contribute towards sol'Ving some of the problems. 
C. ~ 2:!, the ~ meeting? 
Thursday. February 17 1 at 6:00 p.m. is e. supper meeting 
to give opportunity to all the club leaders to meet the entire 
staff of Hecht House. 
D. Sugg;ested topics for the next and following meetings; 
1. How to write good club meeting records. 
2. Supervision of le e.ders. 
3. Attitudes towards Hecht House programming. 
4. What is the value and purpose of an agency program? 
E. Other business: 
1. Bernard Scotch explained the purpose of the 
Metropolitan Leaders' Council. 
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2. At the next meeting 1 election of permanent officers 
wi 11 be he ld. 
The meeting was adjourned at 10:45 p.m. 
87 
APPENDIX F 
EAST BOSTON SOCIAL CENTERS COUNCIL 
Leadership Training Program 
* • * * * * * 
October 20 1 1946 
Subject: 
Speaker: 
November 17, 
Subject: 
Speaker: 
LEADERSEIP IN THE SOCIAL CENTERS 
S. Max Nelson, Ge~al Director, East Boston 
S oo i a 1 Centers 
1946 
PROGRAM OPPORTUNITIES IN THE SOCIAL SETTLEMENT 
Alan Klein, Director, Brookline Community 
Center 
December 8 1 1946 
Subject: 
Speaker: 
JUVENILE DELINQUENCY, A COMMUNITY PROBLEM 
Judge John J. Connolly, Boston Juvenile Court 
January 12, 1947 
Subject: 
Speaker: 
UNDERSTA NDING YOUNG PEOPLE 
Dr. George w. Gardner, Co-Director, Judge Baker 
Guidance Center 
February 2, 1947 
Subject: 
Speaker: 
March 17, 1947 
Subject: 
Speaker: 
PRINCIPLES OF GUIDANCE FOR LEADERS 
Dr. J. Wendell Yeo, Associate Professor, 
Boston University 
RECREATIONAL OPPORTUNITIES IN GREATER BOSTON 
Siebolt H. Frieswyk, Director, Community 
Recreati en Service 
Note: All meetings will be held at the Central Square Center 
at 3: 4 5 o ' c 1 oc k • Each le c t ur e wi 11 b e f o 11 owed b y a 
round table discuss ion, entertainment and a buffet 
supper. 
L. C. Woodbury, Chairman 
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A LEADERS' QUESTIONNAIRE 
Arter each afternoon and evening session the Settlement 
worker should ask himself the following: 
l. Did the children obtain any real satisfaction from 
my group activity t od a y? 
2. Did my work with the children increase their respect 
f or t he C en t e r an d i t s s t a f f ? 
3. has the activities program of my group been my first 
concern or has it been subject to my own convenience? 
4. Are the activities which I direct actually a means 
for the development of the fo 11 owing: 
a. Good sportsmanship 
b. Emotional maturity 
c • T o 1 e r an c e 
d. Socia 1 consciousness 
5. Have I aoce pted all opp or tun it ies to assist the back-
ward or shy members of my group? 
6. have I exercised proper self-control in dealing with 
the over-aggressive members of the group? 
7. Have I given my group an understanding of the history 
and philosophy of the Social Centers? 
8. Have I kept all the promises made to my group? 
s. Am I a democratic or autocratic leader? 
10. How is my work as a leader helping East Boston 
Directly or indirectly? 
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APPENDIX G 
NORTH END UNIOU TRAINING PROGRAM 
MONDAY, 
10- 12 a.m. 
~Your Neighborhood; ~ 
Job and How to Evaluate It 
~bert RUtherford, Executive 
Secretary, Neighborhood 
Houses and Youth Agenoie s -
Greater Boston Community 
Council 
TUESDAY, 
10 - 12 a.m. 
You and Your Group, Creating 
and "f'f9:nninf Program 
~orge I. amansky, Admini-
strative Secretary, Jewish 
Welfare Board 
WEDNESDAY, 
10 - 12 a.m. 
Planning _!!nd Preparing for 
Day Trips - Catherine Conk-
lin and Mrs. Janet Moravec 
Boston Council Girl Scouts 
THURSDAY, 
10- 12 a.m. 
Understanding the Child and 
Parent Discussi'Oii and Mo"VV'i's 
Mrs. Martha B1ume;-Issist-
ant Headworker, North End 
Union 
FRIDAY, 
10 - 12 a.m. 
Stump~ Experts - Community 
Re sources 
_c!_un e !Z_ 
1:30 - 3:30 p.m. 
Games ~Dancing - Blanche 
McGowan 
Creative Dramatics - Dorothea 
Barwick 
Community Recreation Service 
of Boston, Inc. 
June 28 
1:30-3:30 p.m. 
Games ~ Dancing - B landlt 
McGowan 
Creative Dramatics ~nd Puppetry 
Dorothea Barwick 
Community Recreation Service 
June 2 9 
T"i'To -:-3:30 ~.m. 
Crafts - Byxhibition and 
Demonstration - Mrs. Mabel Wal-
ter, Council For Greater Bos 
ton Camp Fire Girls 
June 30 
Ti30:;-3:30 p.m. 
How to Choose and Tell Stories 
t'Oc1iTfd'ren--Ages: --s:7, 8-10 
TI-13 - Ellen c. Peterson and 
Staff, Boston Public Library, 
North End Branch 
Exhibitors 
Boston Council of Girl Scouts Children's Museum 
Boston Pdiic Library, North End Community Recreation Service 
Branch of Boston, Inc. 
Council of Greater Boston Camp Greater Boston Community 
Fire Girls C ounc i 1 
Stan ley-Winthrop, Inc. (Movies) 
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APPENDIX H 
METROPOLITAN LEADERS' COUNCIL I NSTITUTE PROGRAM 
THEME: UNDERSTAN D THE INDIVIDUAL 
His Adjustment to Group Activity 
3:00 p.m. - •Registration and Punch Hour - Snack Bar 
4:00p.m.- Greetings: Joseph Bower, Executive Director, 
Boston YMHA - Main Hall 
Murray Sklar, Director of Activities, 
B ost an YMHA 
4:15 p.w . • - Guest Presentation: Deborah Miller, Program 
de part men t, N a ti one. 1 Jewish Welfare 
Board 
4:45 p.m. - Round Table Discussions 
George Han t gan, Direct or of Acti vi ties, Hecht 
House - Room 1 
Maurice Schneirov, Executive Director, Brook-
! in e J. C • C • - R o om 4 
Herma.n Shukovsky, Director of Activities, Lynn 
J. C • C • - Room 2 
6: 15 p.m. - Buffet Supper - Main Hall 
Greetings: Herman Leventhal, Presiden t, Boston 
YMHA 
7:15 p.m. - Summary 
Harold Thurman, President, Greater 
Boston C ounci 1 of Jewish Centers 
7:30p.m.- Dramatic Presentation 
8:00 p.m. - F olk and Social Dancing 
10:00 p.m. - Punch and Cookies 
* R e g is t r a ti on fee : 7 5¢ 
*************** 
M 
E 
N 
u 
3:00 p.m. -Punch and hors d'oeuvres 
6:00 p.m. - Supper 
Fresh Fruit Cup 
Cold Cuts - Potato Salad 
Cole Slaw- Coca Cola 
Doughnuts 
lOsOO p.m.- Punch and Cookies 
Ja nua ry 30 , l 9 4 9 
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APPENDIX I 
LESSION VIII 
JUNIOR lEADERS' TRIDITNG COURSE 
Boys 1 Division 
Huntington Avenue Branch 
B o s t on Y • M. C • A • 
A. INTRODUCTION 
Pro b 1 em s w i 11 arise • Leaders h i p o f a group of boys is 
not easy. Like :many other responsibilitie S 1 it seems to 
increase your problems as well as your joys. If leadership 
were ee.sy 1 you would not have been asked to give your valuable 
time to this task. Others of similar calibre md more time 
would have been asked to do this job. Despite your skill, 
problems will arise 1 That is the reason for leadership. The 
use of leadership makes these problems opportunities for 
growth. 
This chapter dee.ls with four of the mcst common problems 
the.t arise in group leadership. A preview wi 11 help your 
understanding when they do arise. Here they are: (1) Getting 
new members; (2) Getting acquainted with the boys; (3) Getting 
boys to work; and (4) Having order at meetings. Let's look 
at these. 
B. WRITE YOUR ANSWERS TO THE FOLLOWING BEFORE DISCUSSION 
OCCURS-=---tCircle thecOr"'rect answer in this True-False 
series of statements) 
T F 1. The procedure for taking new members into the club 
should be written. 
T F 2. The procedure for taking new members into the c loo 
should be applied fairly to all candidates. 
T F 3. A unanimous vote should be required for all new mem-
bers after the club has the number required ~or a 
charter. 
T F 4. Candidates should be brought to the club meeting before · 
they are considered for membership. 
T F 5. Parents should awrove their son's membership in the 
o lub. 
T F 6. The group leader should strive to know every boy in 
the club very well. 
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T F 7. 
T F 8. 
It is desirable for the group leader to visit the 
parents in the homes of the members. 
Never touch a boy in love or in anger. 
T F 9. Point systems will enrich character outcomes in the 
members. 
T F 10. 
T F 11. 
T F 12. 
T F 13. 
Boys engage in program best when they know it will 
please the leader. 
You will discover that boys wi 11 be quiet and orderly ! 
throughout the meeting. 
The be s t we. y t o have order at me e t in g s i s t o he. ve 
programs that e.re of interest to the boys. 
Boys should get their . recognition and satisfaction 
in socially approved ways. 
T F 14. Inefficient officers are often the cause of confusion 
in a club. 
T F 16. The leader should take control when the meeting gets 
n o is y or r o u gh • 
T F 16 • The nee d f o r d i s c i p li n e is a n i nd i c a t i on of f a i 1 u r e 
with t ha t b oy • 
C. AS SOME PEOPLE SEE IT: 
In some respects, program building is like fishing- in 
fishing, the wise fisherman knows what kind of fish he wants, 
what kind of end results he wants from the trip. In program 
planning, the leader knows the major problems and needs of 
the group with which he is dealing. He knows he wants some-
thing worth-while out of the adventure. 
In fishing, you select bait to tempt a pe.rtiou lar ki n d 
of fish. In pr ogre.m planning, you select questions that 
bring out the particular interests and needs of the boys with 
whom you are dealing. 
In fishing, you lay the bait near the fish and wait for 
him to strike. A fisherman can't poke the lure in the fish's 
mouth and then hook him. In program plarm.ing, you may lay 
your best questions and pet plans right in the middle of the 
group and never raise a ripple. Remember you can't jam it 
down their throats and make them like it. Neither should you 
develop such hurt looks that they wi 11 take it out of sympathy 
93 
for you. A fish doesn't take your hook because he sees you 
s i t ti n g s o pit if u 11 y in the h o t s un in the b oat • 
All program activity will be increased and enlist more 
support from the boys when the activity seems to meet some 
felt need~ when it has purpose to the boys. 
The more the boys are interested in the activity~ the 
more they wi 11 work~ and the more they work~ the more interest 
they will have. This is especially true if they have a share 
in the making of the plans. 
"Any adult with a 'good right arm' and a strap or slipper 
can~ of course~ force a child to immediate obedience. (For- 11 
tunately, a group leader must never touch the boy in this man- 11 
ner.) If, however, in the process the child learns to hate 
the thing commanded and the person who commands, the discip- I 
linarian has lost, for the laws of emotional reaction will j 
outwit him. If instead of hatred and rebellion, the reaction 1 
is fear~ the adult has still lost~ for the child wi 11 not be 
able to grow to independence and straight thinking." -Helen 
Gebr on Hogue. 
D. WHAT WOULD YOU DO? 
1. The officers and members agree that disciplinary 
action seems necessary with several boys in the group. Three 
followin g methods are suggested at the officer's meeting: 
(1) Lines, (2) Paddling, (3) Excusing the boys from the meet-
ing. If you were to make the decision, which would you choose 
and why? 
2. A group leader offered to take the boy who collected 
the most scrap paper to dinner at the leading hotel, and a 
hookey game following the dinner. What do you think of the 
method of getting your boys to work? Can you suggest a better 
method? 
E. A STATE11t-:EN T ON TYPICAL PROBLEM S 
Does this statement agree with your thinking? If you 
agree, check (x) the paragraph. If you disagree, question (?) 
the paragraph. 
1. Getting New Members: - Because your club believes in a 
Christian purpose, it is basic that a boy should not 
suffer indignity through your me:nbership procedure. 
Since, however, a high degree of intimacy should exist 
between the new member and the group, or be capable of 
development, it is important that new members have a 
high degree of acceptance by the group. 
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2. Getting Acquainted with the Boys: - The success of your 
job requires that you know every boy and know him well 
enough to have an understanding of his interests, his 
dreams, his problems. You can get infonnation about 
each boy from his membership blank at the Y.M.C.A., 
from the roster sheets provided by the Y.M.C.A., by 
taking a boy home after meetings, visiting the boy's 
home, or conferring with other persons who know the boy 
we 11. 
Another bit of informtion in your notebook should be a 
performance record on each boy. This should list the 
things he does for the club, at school, in his church, 
in the community, etc. 
Be sure records are kept of the infornati on you acquire, 
a s you wi 1 1 b e a b 1 e t o us e it a g a i n an d a g a in i n de a l-
ing with the boy or in helping others who will need it 
to work intelligently with him. 
3. Getting Boys to ·work: - Group life where boys are on 
the receiving end will never produce growth or character. 
John Dewey suggests that personality which becomes 
effective in action is bred and tested in action. It 
is what members do for themselves that produces changes. 
How do you get boys to work? 
2) You can scare boys; you can threaten to leave the 
group, you can threaten to tell their parents, or even 
threaten to lick one of the boys. The leader who tries 
to use fear to build a club is defeating himself. 
3) You can bribe boys; systems of points, honors, 
and awards set up to entice the boys to do as we want 
them to do, encourage dishonesty, and stimulate com-
petition, selfishness, and unsooi al living. The more 
individualistic these honors, the more vicious the sys-
tem. The motives that prompt a boy to act, determine 
the outo ome s. 
4) You can set up activities in which they will want 
to work; the starting point in program is interest. 
Not what the boys are forced to do, or are bought to do, 
or are urged to do, but what they do wholeheartedly 
with understanding, meaning and satisfaction, produces 
positive growth. 
4. Having Order at Meetings: - There is no such thing as 
a quiet little boys' club. If your club is having 
trouble with order at their m:~etings check the follow-
ing: 
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a) Take an honest look at the program. Maybe the 
boys haven't anything to do but monkey around. 
b) Check over your boys. Is the disorder always 
caused by the same boy? If so, why? 
c) How's the room set up? Many times the very 
arrangement of the room makes for disorder. 
d) Are the officers functioning? The efficiency of 
the officers has much to do with smooth operation of 
the club. 
e) What is the leader doing? You cannot sit by and 
watch things get out of hand. Your role in the group 
will vary with the situation. At times you are ahead 
of the group showing the way. At times you are beside 
the group working with them. At times you are behind 
the group, almost unnecessary, as they take the lead. 
But, at all times, your concern is the welfare of the 
group and each individual member. 
F. WHAT DO YOU THINK? 
Which of these problems discussed do you believe will be 
hardest to solve? Why? 
3/25/49 · Name 
---------------------------------
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APPENDIX I 
JUNIOR LEADERS' TRAINING COURSE 
Boston Y. M. C. A. 
Wednesday, February 2 - Opening session. Special supper 
meeting to be held in Bates Hall at 6:30 p.m., for all Adult 
Leaders and Junior Leaders. Speaker: The Honorable William A. 
McCormick, Chairman, Youth Service Board, Commonwealth of 
Massachusetts, formerly Executive Secretary, City-Wide Boys' 
Work. 
Sunday, February 6 - HISTORY & PURPOSES OF Y.M.C.A. BOYS' 
WORK {Worksheet Lession I) Mr. J. li . 
Gould 
Sunday, February 13 - WORKING THE "Y 11 WAY (Worksheet Lesson 
II) Mr. J. H. Gould 
Sunday, February 20 - VOCATIONAL GUIDANCE - Mr. Karl Roehrig 
Sunday, February 27- PHYSICAL EDUCATION PROGRAMS FOR CLUBS 
AND GROUPS - Mr. Jackson L. Reynolds 
Sunday, March 6 - WHAT GROUP LEADERS SHOULD KNOW ABOUT BOY 
PSYCHOLOGY AND SEX EDUCATION - Mr. Lester H. 
Dearborn 
Sunday, March 13 - DEVELOPING A CLUB PROGRAM (Worksheet Les-
son VI) Mr. Marland L. Maxim 
Sunday, March 20 - CAMP ING AND lEADERSHIP- Mr. E.dwin C. John-
s on 
Sunday, March 27 - TIPS ON COMMON PROBLEMS (Worksheet Lesson 
VIII) Mr. J. H. Gould 
April- Graduation Exercises. Special Supper Meeting of Jun-
ior Leaders from all Branches of the Boston Y.M.C.A., Certifi-
cation Program to be arranged by Mr. Marland L. Maxim, Chair-
man, Y-Boy Associates Leadership Training Committee, at a time 
and place to be announced. 
NOTE: All meetings wi 11 be held in the Huntington Lounge, 
Huntington Avenue Branch, Boston Y.:M.C.A. The Sunday Afternoor: 
sessions will begin at 3:30p.m. end continue until 5:00 or 
5:30 p.m. 
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APPENDIX J 
B &: I DEPARTMENT 
B OS TON Y • W. C • A • 
CLUB ADVISOR'S REPORT 
Date 
-------------------
Name of Club Number Attending 
-------------------------- ----------
Brief description of type of activity: 
Reaction of Club members: 
Evaluation and Recommendations: 
Adviser's signature 
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APPENDIX J 
Y. W. C. A. 
SUBJECTS WHICH ADVISORS MAY WISH TO DISCUSS 
1. Functions of an Advisor 
Advisors shoulcf consider themselves as "extensions" of 
the staff. 
One of the purposes of the departm;nt is to serve needs 
of Business and Industrial girls in the social scene in 
which they live by building with them e. program which 
aids the personal growth of the individual and helps her 
to take her place as e. more ef'fective member of her com-
munity. 
2. Basic Understanding of Human Behavior 
11 Good group leadership is dependent for its direction on 
ever new understanding of why human beings e.ot as they do. 
how people learn and what they most need to learn." 
3. Development of the Individual Within The Group 
"The advisor can 'discover. recognize and release special 
abilities of individual members of the group.'" 
4. What is Supervision? 
""S"'U"Pervision does not impose the will of one person upon 
another. It provides for shared evaluations, for mutua 1 
consideration of ideas. purposes, plans and outcomes ••• 
Freedom and initiative are stimulated, self-respect and 
self-confidence are built up. The supervisor is not a 
superior officer but' a specialized worker." 
5. Qualities for Leadership 
The successful advisor is a "stable, secure individual, 
free from the need to impose his drive upon others ••• 
flexible enough to share responsibilities with others, 
tolerant enough to accept their foibles, wise enough to 
see their strengths." 
6. Central Theme for Club Programs 
The advisors can "give perspective on the Whole undertak-
ing and help officers to see their rele.ti on to the whole 
and the significance of their contribution to it." 
7. How Attitudes Influence Group Behavior 
Attitudes toward authority have grown up with us. They ar 
based upon our experi enoes in the home~ c burch, school., 
and community • 
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8. Basic Needs of B & I girls 
9. How t o use community resources 
10. Advisor's Reports on Club Meetings 
11. Interviews ••• with club officers, with club chairman, with 
inds. 
12. What Makes a Good Executive Meeting 
13. Basic Principles For Work With Employed Wome n 
14. What Should Advisor Know About Herself? 
15 . B & I Neeas in Thi s Community 
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APPENDIX K 
YOUNG ADULT TRAINING PROGRAM 
LEADERS AND PROGRAM 
The program of the Conference will feature three informal 
addresses on each of' three different topics of vital interest 
to young married couples today. Each presentation will be 
followed by a period for discussion and questions. 
Dr. Leland Foster Wood, Director of' the Commission on 
Marriage and the Home of the Federal Council of Churches of 
Christ in America, will speak on "The Chr:is tian Home." The 
three subjects to be presented and discussed under this general 
topic will be: 
1. "The Import•nce of the Home" 
2. "What Makes the Home Christian" 
3. "Worship in the Home" 
Dr. Samue 1 Allen Jacks on, min is ter of the Roxbury Presby-
terianChuroh,Boston, Massachusetts, will speak on "Married 
Couples in the Local Church." The three subjects to be pre-
sented and discussed under this topic will be: 
1. "How They Can Organize" 
2. "How They Find Fun and Fellowship" 
3. "How They Learn and Serve" 
· The Rev. Harvey ! . Ho 11 is, Executive Secretary of the 
Federation of Churches of Christ of Albany, New York, will 
speak on "Protestants Working Together." The three subjects 
to be presented and discussed under this topic will be: 
1. "Protestants Working Together in the World" 
2. "Protestants Working Together in State and Nation" 
3. "Protestants Working Together in the Local Community" 
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APPENDIX L 
BROOKLYN COUNCIL FOR SOCIAL PLANNING 
Affiliated with Welfare Council of New York City 
30 Third Avenue 
Brooklyn 17, N. Y. 
May 2, 1949 
GROUP WORK AND RECREATION DIVISION 
Lillian Lampkin, Chairman 
Flora M. Davidson, Staff Secretary. 
* * * * * * * * 
COMMITTEE ON USE OF STUDENTS AS VOLUNTEERS 
Mrs. Florence Schwart~. Chairman 
Jewish Association for Neighborhood Centers 
Elizabeth De Maris 
Young Women's Christian Association 
Nrs. Thomas Dobbins 
Catholic Youth Organization 
Mrs. Leah Lauter 
Boro Park, Y,M. and Y.W.H.A. 
Mrs. Lillian Lampkin 
Brooklyn Urban League 
Sara McCaulley 
Coloney House, Inc. 
Professor Leryn Bowman 
Brooklyn College 
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Introduction 
TENTATIVE STATEMEN T OF CRITERIA FOR 
AGENCIES USING STUDENT VOLUNTEE~ 
Originally group work agencies were completely dependent 
upon volunteers £or their program. As group wor k has become 
more professional, there has been in many instances a swing 
of the pendulum in the other direction, to the point where 
agencies have refused to use any volunteers. 
We are again coming to realize that there is a middle 
road and an important role for t he v olunteer to play. Pro-
viding opportunity for young people to participate in group 
wor k programs as volunteer leaders is one way of drawing in 
recruits for p~ofessional training. We need to interest 
young people while they are in college, to give them the 
opportun i ty to become acquainted with the social work field 
and in this instance, the group work field particularly. 
Some we hope may move into professional trainin~ in social 
work; others may gain insights which will enable them later 
to function more effectively as agency Board members. In 
general a student volunteer training program under suitable 
auspices should help the participants to become better informe 
members of the community~ more aware of the role of social 
agencies and able to give valuable service as interpreters and 
spokesman for the agencies. 
With these considerations in mind we realize that as 
professionals in the group work agencies we have an important 
II 
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responsibility for working with volunteers and for giving them 
the kind of experience that will be of real value to them. 
We know that many of the colleges are equally concerned 
to secure satisfactory agency placements for students, and 
wish to work more closely with the agencies in planning field 
ex per ienc e which wi 11 have maximum educational value for the 
students. 
As a step in the direction of defining agency responsi-
bility in such a relationship involving both the agency and 
the college we suggest the following criteria for group work 
a g en c i e s wi shin g t o J;a r t i c i pate i n a s tu d en t v o 1 u n t e e r t r a in-
ing program. 
1. The organization meets recognized standards for _group 
work agencies 
Eligibility for membership in a standard setting organi-
zation such as Welfare Counci 1, United Neighborhood 
Houses or Jewish Welfare Board should be considered a 
basic requirement. 
2. The agency ~ ~ qualified staff 
A personnel practices code is considered as essent; ial 
tool in establishing satisfactory personnel practices. 
There should be job descriptions for professional staff 
which include time for supervision of students. 
3. ~agency must oove a plan for ~and adequate super-
vision of students 
a. Facilities 
The agency should have necessary physical facilities 
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and equipment for carrying out the proposed program. 
b. Definition of student responsibilities 
The responsibilities and role of the student must be 
clearly defined. The agency should demand regular and 
prompt atte ndance for the periods for which the student 
has assumed responsibility. To gain the most meaningful 
experience the student should be involved for continuous 
periods from September to May. 
c. Supervisory responsibility 
1. Q.ualificati ons of supervisor 
The supervisor should be a person with established 
competence based on professional training and/or 
satisfactory experience in the field. 
He should have understanding of the limited back-
ground with which the student comes and be able to 
help the student make use of what he brings. 
2. Relationship ~ college 
The agency should assign one person, preferably the 
person supervising the student, to be responsible 
for contacts with the college. There should be 
opportunity for joint agency-college consultation 
in regard to the selection of students~ planning 
of assignment. and evaluation of progress. 
3. Tools 2t supervision 
Regular supervisory conference with the student at 
II 
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least every two weeks are essential. Record keep-
in g over and above adm i nistrative information should 
be expected of the stude n t and used in the super-
vision process. Periodic evaluation in which the 
student J)lrticipates is an inherent J)lrt of super-
. vision. 
d. Supplementarl training 
The agency must be responsible for g iving the student 
specific orientation to the agency and to the neighbor-
hood. The student should be encouraged to attend staff 
meetings and such other group meetings as well. to help 
in his development. 
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